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Many U.S. colleges and universities have created programs to improve retention and 
graduation rates of Black male students. The purpose of this qualitative case study was to 
examine the lived experiences of Black male learning community participants and 
discover what faculty and staff perceive to be major influences on the retention of this 
population. The conceptual framework was rooted in Tinto’s student integration model 
and Swail’s geometric model of student persistence and achievement. The research 
questions within this study examined what faculty/staff perceive to be a major influence 
on the retention of minority male learning community participants. The questions also 
examined the perceptions of black male learning community participants regarding the 
major influence on their decision to remain at the selected institution after their first year. 
Data collection included semistructured interviews with 2 faculty, 2 staff, and 6 student 
learning community participants, and examination of national and local records. Data 
coding and analysis revealed 5 themes: college selection, college perception, learning 
community experience, Black male retention, and Black male mentorship. Findings 
indicated that most learning community participants returned to the institution based on 
faculty/staff support and a brotherhood bond with their peers. Faculty and staff reported 
that the institution could retain more minority male students if faculty/staff engagement 
with students and male mentorship beyond the learning community were increased. The 
project included a professional development program on effective minority male 
mentoring strategies for faculty/staff at the selected institution. This project may bring a 
new perspective on the idea of minority male retention while providing university 
officials with qualitative data to increase retention.  
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Section 1: The Problem 
The publication of Tinto’s 1975 landmark student integration model marked the 
start of the national dialogue on undergraduate retention (Demetriou & Schmitz-
Sciborski, 2011). Since the 1960s, student retention has been a focus of U.S. institutional 
strategies (White-McNeil, 2016), which have persisted into the 21st century. The 
demographics of traditional college students continue to change, and minority male 
retention rates present challenges. There are approximately 4,200 colleges and 
universities in the United States, and African American men represent one third of Black 
students nationally (Aud et al., 2013). Although recent research indicated an overall 
increase in college enrollment for Black men, graduation rates are significantly lower 
than those of Black women and White men and women (Hill & Boes, 2013).  
In fall 2014, the total undergraduate enrollment in degree-granting postsecondary 
institutions in the United States was 17.3 million (National Center for Education 
Statistics [NCES], 2016). There has been a 31% increase in undergraduate enrollment 
since 2000 (13.2 students), and if the numbers continue to increase at the current rate, by 
2025 the enrollment will be 19.8 million (NCES, 2016). Although the data showed an 
increase in enrollment for all students, these numbers do not illustrate the disparity with 
Black male students completing college compared to all other students. Kena et al. (2014) 
reported that between 1990 and 2013, the postsecondary educational completion gap 
between Black and White students had increased. In 2013, Black students graduated at a 
rate 44%, which was 22% percent less than their White peers at 66%. The gap between 
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Black and white male students in that same year was 25% favoring White male students 
(T. Cross & Slater, 2004; O’Neal, 2013). 
The status of Black male students remains an issue in postsecondary institutions 
across the United States. Black male students accounted for 4.3% of the total enrollment 
at 4-year colleges and universities in the United States (Brown, Dancy, & Davis, 2012; 
Harper, 2012; Strayhorn, 2008; Wood & Palmer, 2015). However, only one in six Black 
male students entering college will receive a degree (Feierman, 2010; NCES, 2012). 
Studies indicated that the educational gap is not limited to race but also includes gender. 
According to Ezeala-Harrison (2014), the completion rate for Black male students in 
2010 was 36% while Black female students had a completion rate of 47%, which 
increased significantly from 36% in 1990. Nationally the retention and degree completion 
rates for Black male students remain low, presenting a challenge for colleges and 
universities regarding the retention and graduation of this population (Robinson, 2014). 
The Local Problem 
The problem of retention exists at a historically Black university (HBCU) in the 
southern region of the United States. In fall 2012, the university enrolled 1,438 
undergraduate male students and reported a 60.8% retention rate (Walter, 2013; White-
McNeil, 2016). This problem was specifically connected to minority male students who 
attended the university. Between 2009 and 2012, the first-year retention rate dropped 
from 70% to 60% (Walter, 2013; White-McNeil, 2016). To address Black male student 
retention, the university created an all-minority male learning community. A primary 
objective of the learning community was to increase Black male student retention and 
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persistence toward graduation at the university. Learning community participants 
attended the university and linked together in three to four courses per semester. 
Furthermore, the students had a common reader book that faculty used as a tool to create 
a shared academic experience for the participants. This community of minority male 
students had experiences beyond the classroom that included mentoring, tutoring, and 
service learning projects. Professors assigned to this cohort of students were Black men 
and women. Motivation for this retention strategy was rooted in the idea that learning 
communities tend to increase retention by providing more peer-to-peer interactions, 
student-faculty exchanges, and engagement with the institution, all of which have been 
shown to improve retention, graduation, and academic progress (Gansemer-Topf & 
Tietjen, 2015).  
The first cohort of the minority male learning community participants was created 
in the fall of 2012 with 11 Black male students, who demonstrated a 63% retention rate 
from fall 2012 to fall 2013 (Walter, 2013). In 2013, a new cohort started with 21 Black 
male students, and that year (fall 2013 to fall 2014) the retention rate was 57% for the 
participants (Walter, 2013). The two cohorts combined showed a 59% retention rate 
(Walter, 2013). In 2013 the retention rate for first-time freshmen students at a private 
nonprofit 4-year institution with open enrollment was 64% (NCES, 2015a). This 
population of students was selected for the current study based on their race, gender, high 
school standardized test scores, and classification (first-time freshman). These minority 
male students had a unique perspective on the learning community and its impact on their 
college experience. The primary purpose of this project study was to explore the lived 
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experiences of minority male students participating in a gender-specific learning 
community at the selected institution. 
Rationale 
A 4-year private nonprofit institution with open enrollment was selected for this 
project study. According to the NCES (2015a), the national student retention rate for 
private nonprofit institutions with open enrollment was 64%. This institution had a 60% 
retention rate with its entire male population (Walter, 2013). The numbers become more 
alarming given the 6-year degree completion disparity between female students and male 
students at the institution. NCES (2015a) reported that 53% of female students completed 
their degree within 6 years compared to 42% of male students. Data collected from 
NCES indicated that minority male student retention is an issue at the selected institution. 
However, these numbers do not explain why students leave or remain at the institution 
after their first year of college. Therefore, I conducted this study to examine the lived 
experiences of minority male students who participated in a gender-specific learning 
community created to increase retention and persistence at the selected institution. 
Evidence of the Problem From the Professional Literature 
In the past decade, researchers have addressed issues facing boys and men of 
color in the United States (Palmer, Wood, Dancy, & Strayhorn, 2014). Discourse on 
matters concerning these individuals (particularly those of African American descent) has 
been elevated in scholarly communities and among practitioners. The significance of the 
educational disparities faced by college-age men of color has led to an increase in 
research and scholarly publications (Palmer et al., 2014). Harper is one of the main 
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contributors to this area of scholarly research on Black men (Black Male Education 
Research Collection, n.d.; Harper, 2012). Furthermore, various journals are publishing 
articles on the subject (Palmer, et al., 2014).  
The primary focus of this project study was to explore the lived experiences of 
minority male students who participated in a gender-specific learning community at the 
selected institution. I examined the challenges that Black male students encounter in the 
postsecondary educational system. Ezeala-Harrison’s (2014) study showed that Black 
student enrollment in higher education across the United States reached an all-time high 
over the past decade. However, a more important statistic is the proportion of Black 
students who earn their degree. According to national data, two thirds of Black men who 
start college never finish (Palmer et al., 2014). Ezeala-Harrison’s (2014) research showed 
that more than half of the Black men who start college will not finish, including those at 
HBCUs. The 2013 6-year graduation rate for first-time, full-time undergraduate students 
at all private nonprofit institutions in the United States was 65%, and for male students it 
was 62% (NCES, 2015a). As the data are examined based on race and ethnicity, Black 
male students are still trailing their White male counterpart (Ezeala-Harrison, 2014). 
Black male students also trail their Black female counterparts who have experienced an 
increase in retention in the past two decades (Ezeala-Harrison, 2014). 
Definitions of Terms 
African American/Black: A person having origins in any of the Black racial 
groups of Africa (U.S. Census Bureau, 2015).  
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Cognitive factors: Swail’s geometric model of student persistence often relates 
this factor to the knowledge, intelligence, and critical thinking skills that a student brings 
to a college environment. An important element of this factor is the student’s ability to 
solve problems and make decisions Examples include academic rigor, study skills, 
learning skills, time management, etc. (Bennett, Bormann, Lovan, & Cobb, 2016; Swail, 
2003).  
Graduation rates: The number of students entering the institution as full-time, 
first-time, degree/certificate-seeking undergraduate students in a particular year 
compared to the number completing their program within 150% of normal time to 
completion (NCES, 2015b). 
Historically Black colleges and universities (HBCUs): Colleges and universities 
established prior to 1964 with a mission to serve African Americans (Palmer et al., 2014). 
Institutional factors: Swail’s geometric model of student persistence associates 
these factors with the ability of an institution to provide support to students both 
academically and socially. These factors are at the base of the model because the 
institution often sets the foundation for college success. Examples include recruitment, 
admissions, financial aid, student services, academic services, curriculum, and instruction 
(Bennett et al., 2016; Swail, 2003). 
Learning community: A cohort of students who take two or more courses 
together. Frequently, the courses are organized around a common theme, and many 
learning communities require students to be involved in associated out-of-class activities 
(Pike, Kuh, & McCormick, 2011). 
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Persistence rate: The percentage of students who return to college at any 
institution for their second year (Fain, 2014). 
Retention rate: The rate at which students persist in their educational program at 
an institution, expressed as a percentage. For 4-year institutions, this is the percentage of 
first-time bachelor’s (or equivalent) degree-seeking undergraduates from the previous fall 
who are enrolled in the current fall (NCES, 2015b).  
Social factors: Family support, peer support, career goals, educational legacy, and 
the ability to survive in social situations, which impact student persistence according to 
Swail’s geometric model (Bennett et al., 2016; Swail, 2003). 
Significance of the Study 
This case study was significant because brought a new perspective to the study of 
minority male student retention. According to Palmer, Davis, and Hilton (2009), 
education has played a central role in the lives of Black men and women. However, 
Black male students have not fared well in higher education (Harper & Newman, 2016; 
Palmer et al., 2009). Research suggested that African American male students face a 
variety of challenges that seem to affect their ability to complete their postsecondary 
education. Data from the NCES suggested that female students constitute more than half 
of postsecondary enrollment across all racial/ethnic groups; however, the gender gap is 
most pronounced between Black male and Black female students (Arthur, 2016; Palmer 
et al., 2009). 
National statistics showed that 70% of high school students will enroll in some 
sort of postsecondary education within 2 years of completing high school, but only half 
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of those students complete a degree (Bragg & Durham, 2012). Those percentages tend to 
decrease substantially when looking at African American male students, with 
approximately 35-50% enrolling in college and only half of those graduating (Strayhorn, 
2009). Strategic methods are needed when creating a model to benefit these students.  
Administrators, faculty, and staff at an HBCU have come together to deal with the 
Black male student retention issue (McNeil, 2016). After looking at national trends and 
conducting research on successful Black male initiatives, I chose the university as the site 
for this study to examine the experiences of Black male students in a learning community 
designed to improve retention of this population. This case study focused on the students 
who remained at the selected institution, and their experiences while participating in a 
gender-specific learning community. 
Research Questions 
In recent years, there has been an increase in scholarly reports on minority male 
students and their inability to complete their postsecondary education. In response to the 
increase in literature on minority male (specifically Black male) students in higher 
education, many institutions across the United States have created programs and 
initiatives that specifically target this population. Most researchers focused on why 
students left the institution as oppose to why they remained. The primary purpose of this 
project study was to explore the lived experiences of minority male learning community 
participants. I also investigated what faculty, staff, students believed to be the factors that 
impact retention among minority male students at the selected institution. The following 
research questions (RQs) guided the study: 
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RQ1: What do Black male learning community participants perceive to be a major 
influence on their decision to remain at the selected institution after their first year? 
 RQ2: What do faculty and staff perceive to be a major influence on the retention 
of minority male learning community participants?  
Review of the Literature 
I conducted a review of literature related to factors that influence the retention and 
persistence of minority male students at a private HBCU in the southern region of the 
United States. This review was designed to synthesize current research on the following 
topics: Black male students in higher education, Black male students at HBCUs, the 
African American education experience, school culture, Black retention strategies, social 
integration, first-year programs, learning communities, and challenges facing institutions 
of higher learning. The search terms used in varying combinations were Black males, 
minority males, retention, persistence, historically Black institutions, higher education 
retention challenges, learning communities, and higher education.  
I searched for peer-reviewed articles from databases in the Walden Library and 
resources from a local library. The databases included The National Center for Education 
Statistics (NCES), Educational Resource Information Center (ERIC), ProQuest, and the 
EBSCO collection. All articles were examined for relevance and timeliness to develop a 
strong foundation for the study. 
Conceptual Framework 
The conceptual framework for this study included Tinto’s theory of integration 
(1993) and Swail’s (2003) geometric model of student persistence and achievement. 
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Tinto defined integration as the extent to which an individual shares the normative 
attitudes and values of peers and faculty in the institution, and abides by the formal and 
informal structural requirements for membership in that community or subgroups of it. 
Tinto’s research highlighted two primary forms of integration that are essential for 
student persistence and retention. The first is social integration, which involves an 
individual’s peer-to-peer interactions, participation in extracurricular activities, and day-
to-day interactions at the institution (Davidson & Wilson, 2013; Tinto, 1993). Academic 
integration involves the full range of an individual’s experiences that occur in the 
traditional and nontraditional domains of the academic systems of the university 
(Davidson & Wilson, 2013; Tinto, 1993).  
Tinto (1993) suggested that students who feel satisfied with academic systems, 
social systems, and campus life are more likely to persist. Tinto noted that integration 
within the college community could only be achieved through social and intellectual 
interactions with other students. Furthermore, when a student’s integration increases, the 
student’s commitment to personal goals and the institution is strengthened (Davidson & 
Wilson, 2013; Tinto, 1993).  
Swail’s (2003) geometric model places the student in the center of the model. 
Tinto (2000) stated that most models of student retention and attrition fail to address the 
connection between classroom and retention, the situation where the institution has the 
closest connection to the student. According to Swail, “the central purpose of this model 
is to provide a user- friendly method for discussion and to focus on the cognitive and 
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social attributes that the student brings to the campus, and the institutions role in the 
student experience” (p. ix). 
The geometric model highlights three forces that affect students and their decision 
to stay or leave an institution. Cognitive factors relate to the knowledge, intelligence, and 
critical thinking skills that a student brings to a college environment. An important 
element of this factor is the student’s ability to solve problems and make decisions. 
Examples of cognitive factors are academic rigor, study skills, learning skills, and time 
management (Bennett et al., 2016; Swail, 2003). Social factors include family support, 
peer support, career goals, educational legacy, and the ability to survive in social 
situations (Bennett et al., 2016; Swail, 2003). Institutional factors include the ability of an 
institution to provide support to students both academically and socially. These factors 
are at the base of the model because the institution sets the foundation for college 
success. Examples of institutional factors are recruitment, admissions, financial aid, 
student services, academic services, curriculum, and instruction (Bennett et al., 2016; 
Swail, 2003). 
The strength of this model is its ability to provide administrators and practitioners 
with a better understanding of the relationship between institutional practice and the 
academic and social needs of the campus population. The use of Tinto’s theory of 
integration and Swail’s geometric model for student persistence and achievement helped 
guide me in reviewing literature on the topic and provided a foundation for gathering 
data. In this study, I combined the two models to examine the impact of social, cognitive, 
and institutional factors on learning community participants. This approach allowed me 
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to examine the influence of all minority male learning community on retention. Figure 1 
illustrates the factors that impact the lived experiences of learning community 
participants at the selected institution. This figure puts the student at the center of these 
factors. 
 
Figure 1. Factors that impact the lived experiences of learning community participants. 
 
Black Male Students in Higher Education 
Retaining students in higher education is an ongoing crisis, particularly among 
Black men (Mitchell, 2015). Over the past several years, the subject of Black men and 
their postsecondary education has become a primary focus for administrators, faculty, 
and staff at institutions across the United States. The primary reason for the enhanced 
focus on this population is institutions’ ability to recruit, retain, and graduate students 
while maintaining a competitive edge within the educational pipeline. Retention and 
graduation rates are major factors contributing to an institution’s reliability and financial 
stability (Farmer & Hope, 2015). All U.S. colleges and universities have been mandated 
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by federal and local/state governments to produce graduation data of their students 
(Farmer & Hope, 2015). These data can either make or break the reputation of a 
university and can cause an institution to lose needed funding.  
Brock (2010) reported that access to higher education has increased over the past 
40 years. However, student success in college as measured by persistence and degree 
attainment has not improved. Research indicated that Black male students have the 
lowest college completion rates compared to their White and Asian counterparts 
(Strayhorn, 2010). Although most ethnic subgroups have seen significant increases in 
college and university attendance and graduation, Black male students have shown 
declines in these categories over the last quarter of a century (Farmer & Hope, 2015).  
According to the Journal of Blacks in Higher Education (2009), “More than 4.5 
million African Americans hold a 4-year college degree.” However, many of the degrees 
were earned by Black women. In 2014, the U.S. Department of Education reported that 
the Black male graduation rate was 35.2% and Black female graduation rate was 43.1% 
(Kena et al., 2014). In that same year, White female students graduated at a rate of 
64.9%, which was nearly double the rate of Black male students (Farmer & Hope, 2015). 
These statistics suggest that the Black male student population is facing severe challenges 
regarding postsecondary degree attainment.  
In many instances, the challenges facing Black male students begin prior to 
enrollment at an institution of higher learning. Scott, Taylor, and Palmer (2013) noted 
that the problems that impede completion of high school for Black male students affect 
their enrollment and participation in postsecondary institutions. According to the U.S. 
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Department of Education (2010), Black students made up only 12% of the total 
population of high school students in 2010. The same report showed that over 55% of 
these students did not graduate from high school. Kena et al. (2014) reported that 3.1 
million public high school students (81%) graduated on time with a regular diploma in 
2012. Asian/ Pacific Islanders had the highest graduation rate (93%), followed by Whites 
(85%), Hispanics (76%), American Indians/ Alaska Natives, and Blacks (68%) (Kena et 
al., 2014).  Anthony, Kritsonis, and Herrington (2007) argued that a high percentage of 
Black male students are taught by White women, and much of the Black adult male 
representation in primary and secondary settings is custodial staff or sport instructors.  
Black Male Students at Historically Black Institutions 
Historically Black Colleges and Universities (HBCU’s) have been responsible for 
educating and empowering Black students for decades. Soon after the Civil War several 
churches and philanthropic foundations funded the creation of private colleges primarily 
for the children of recently freed slave’s families (Levine & Levine, 2014). In 1890, 
when the second Morrill Act was passed stipulating that “no appropriations would go to 
states that denied admissions to the colleges on the basis of race unless they set up 
separate but equal facilities.” Representatives from 17 states implemented changes in 
education policies, which created a boost in the formation of public Historically Black 
Institutions (Cohen & Kisker, 2010, p. 119). Currently, these institutions are still 
shouldering the burden of educating Black students many of whom are underprepared, 
low-income, first-generation, and at-risk students (Mitchell, 2015). 
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In the United States, HBCU’s comprise only 3% of the nation’s 3,688 institutions 
of higher learning, but they are responsible for educating more than 50% of Black 
professionals in the nation (Hoffman, 1996; Little Known HBCU Facts, 2009). These 
institutions of higher learning enroll more than 370, 000 and graduate a considerable 
share of all Blacks who earn their degree (Little Known HBCU Facts, 2009). Toldson 
(2014) states that in 2014, one out of every 10 Black males who were enrolled in college 
attended an HBCU. Furthermore, these institutions of higher learning are responsible for 
conferring 70% of the degrees awarded to Black physicians and dentist in the United 
States (Fletcher, 2013). However, these institutions like others across the United States 
are facing challenges when it comes to retaining and graduating Black males.  
Farmer and Hope (2015) reported that the 6-year graduation rate for African 
American Males at 4-year public institutions and private nonprofit colleges is less than 
40% (Farmer & Hope, 2015, p 3). Harper’s (2006) research discovered that 67% of 
African American males that enter college do not graduate within six years. Farmer and 
Hope (2015) argued that the low graduation rates of African American males at HBCU’s 
are linked to various reasons. For example, many students enrolled at HBCU’s are from 
low-income families, which in many instances did not have adequate educational 
resources, and neither parent nor grandparent attended college (Hope & Farmer, 2015). In 
addition, a great majority of HBCU’s have limited financial resources and endowments 
needed to provide more scholarships for the population of students they service. Hope 
and Farmer (2015) assert that HBCU’s inability to provide sufficient aid packages to its 
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upperclassmen to remain in school and finish has greatly impeded upon the successful 
retention and persistence of the students that attend these institutions.  
As stated earlier, many of the issues connected to the successful retention and 
persistence of African American males start prior to them enrolling into an institution of 
higher education. Hope and Farmer (2015) assert that the high dropout rates at HBCU’s 
are connected to the large number of African American males that do not enter college 
with strong academic preparation and study habits. Furthermore, Black men face other 
challenges that prohibit their success in higher education such as access to college 
preparatory curricula in high school and an over emphasis on exceling in sports rather 
than academics (Hope & Farmer, 2015). The factors that impede upon the success of 
Black males has been an issue for years and in many instances educators and 
policymakers have come up with educational outcomes that remain stagnant and, in some 
cases, ineffective (Fisher, 2015). 
The African American Education Experience 
Costner, Daniels, and Clark (2010) asserted that the public educational system 
does not address the educational needs of Black students. African Americans comprise 
15% of the population, 26% of juvenile arrests, 44% of youth who are detained, 46% of 
the youth who are judicially waived to criminal court, and 58% who are in state prisons 
(Green, 2014). Green also argued that these statistics originate from problems within the 
school system. Way (2011) stated that stringent behavior management regimens have 
been incorporated as a way to address unwanted behavior problems within the school 
system. Way (2011) contended that the harsh discipline practices often target and are 
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disproportionately applied to minority students (James, Bunch, & Clay-Warner, 2015).  
The issues that are faced by African American students differ from those of other 
races (Berliner, 2006; Ullucci & Howard, 2015). Lancaster, Lenz, Meadows, and Brown, 
(2013) stated that the differences include cultural, gender, and racial bias. Ford and 
Helms (2012) discussed disparities in urban and suburban schools. _Poor academic 
performance, low social status among peers, and dropout rates are factors that are 
frequently quoted as being a part of the behavioral issues. Empey and Lubeck (1971) 
examined delinquents and non-delinquents and found that family dynamics, which 
include broken homes, relationships with parents, parental harmony, and failing grades in 
school are directly correlated with behavioral issues in the student’s home and school. 
However, when the data was closely analyzed, school push out and dropout effects 
student behavior.(Empey & Lubeck, 1971; Lee, 2015).  
McNeil, Capage, and Bennett (2002) stated that Black student expectations for 
behaviors differ from culture to culture (Rawlings, 2015).  Educators assume that Black 
students engage in behaviors such as submissiveness, dependence, language acquisition, 
and motor skills. A student’s growth and maturity norms are different among each ethnic 
group and are affected by a family’s socioeconomic status. Moreover, a child’s ethnicity, 
in terms of how they are reared has a direct influence on their educational expectations. 
Understanding the development of African American children is essential when assessing 
their learning style and needs (Lancaster, Lenz, Meadows, and Brown, (2013). 
 Green (2014) argued that although schools lack the attention given to African 
American children in education and social settings, much of it has remained consistent. 
18 
 
Over the past three decades, researchers analyzed the educational experiences of Black 
students, particularly in the area of academic achievement. These investigations focused 
on problems encountered and the effect they have on academic achievement in learning 
environments throughout their educational matriculation and in an urban school setting 
(Lewis et al., 2008; Skiba & Knesting, 2001; Townsend, 2000). While many of these 
studies have identified Black students  as having a poor educational support system and 
behavioral issues (Lewis et al., 2008; Townsend, 2000), there has been limited literature 
that discloses the impact of the academic performance of African American students. 
Family dynamics. Constable and Lee (2004) highlighted the importance of a 
family and its impact, as the first educators in the child’s academic life. African 
American families have a perpetual love for each other. They also desire educational 
achievement for their children, but lack the knowledge of how to navigate the system 
(Gutman & McLoyd, 2000; Milner IV, 2013; Cody, 2014). As a result, it is of high 
importance that African Americans are positively influenced and present in their child’s 
scholastic achievement, as well as be seen taking on proactive roles, including 
volunteering. 
 A study on the impact of family engagement on student achievement charged all 
families of all ethnic, educational, and socioeconomic backgrounds to decide what they 
can do to support their child’s learning at home (Henderson & Mapp, 2002; Balfanz, 
Bridgeland, Fox, DePaoli, Ingram, & Maushard, 2014). Henderson and Mapp (2002) 
concluded that African American families could offer educational support to their child in 
the home and school. Factors such as ensuring a supportive environment, along with 
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discipline, security, and responsibility, are essential to academic success (Henderson & 
Mapp, 2002; Balfanz et al., 2014). 
It is important that African American parents communicate their educational 
expectations to their children. Children should be encouraged in the toddler 
developmental stage that they could go to college. Maintaining a family support and 
setting early educational goals are two strong predictors of academic success (Tierney & 
Auerbach, 2004). It is important for African American families to discuss their academic 
expectations, college, and careers in early childhood.  
Academic achievement. Ford and Helms (2012) discovered that Black students 
typically have lower test scores than their White counterparts. Ford and Helm (2012) 
revealed that African Americans are not normally consulted or involved in the test-
making process. The lack of African Americans influence in education is reflected in the 
testing material or information related to the material outlined on a standardized test.  As 
a result of Black students are not being exposed to the educational materials to adequately 
prepare them for standardized testing.  Black students are often ill prepared to complete 
the standardized tests, which are described as unintentionally and culturally 
discriminatory (Ford & Helms, 2012). Black students struggle daily to battle the 
intentional and unintentional injustices embedded in the educational system but are 
expected to excel in those settings (Green, 2014). 
Hawkins and Lishner (1987) stated that researchers have emphasized that a 
student’s lack of achievement in school is exacerbated by other factors other than 
academic skills. A student’s performance in school is also affected by their relationships 
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with their classmates and teachers. All individuals encountered within the academic 
setting play a role the student’s progress (Aceves, Hinshaw, Mendoza-Denton, and Page-
Gould, 2010). Black males have often been viewed as inferior in society (Oliver, 2008). 
Black males have been stereotyped as thugs, committing crimes, being affiliated with 
gangs, and incarceration. Black males from the most affluent neighborhoods are also 
stereotyped with this negative persona (Oliver, 2008). Negative stereotypes regarding 
Black males become widespread in society, resulting in their devaluing, which originates 
from the images highlighted in society that categorize Black males as deviant and violent.  
According to Frierson, Pearson, and Wyche (2009), critical influences in college 
enrollment of Black males include factors such as stereotyping, discrimination, violence, 
incarceration, and identity development dictate the quality of campus life for Black men. 
Among these, Black students who attend predominantly White institutions of higher 
learning reported that racial discrimination occurs at a higher rate than at a \HBCUs 
(Frierson, et.al, 2009). Today, Black males can earn or achieve a 4.0 grade point average 
through their college matriculation but, are typically stereotyped given their urban 
appearance opposed to their quality (Frierson, et.al, 2009). Within this 21st century, Black 
males still must prove they are not the negative image that society portrays them as 
(Powell, 2008).  
 A major discouragement for Black students is standardized testing. Since 1971, 
the U.S. Department of Education has annually administered a standardized test known as 
the National Assessment of Educational Progress (NAEP). The NAEP, also known as the 
nation’s academic report card, it is the only national representation and assessment of 
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America’s public and nonpublic education institution for each grade level. According to 
the NCES (2011), trends of academic performance, based on NAEP scores, have been 
observed since 1970. The goal of the NAEP is to measure the knowledge and skills in the 
various academic subject areas (National Center for Education Statistics [NCES], 2011). 
The long-term goal of NAEP data is to analyze the trending and changes in academic 
achievement among students over time.  
The NAEP provides a current view of the unbalanced effects of standardized tests 
between Black students and their White counterparts. Scholastic Aptitude Test (SAT) 
scores are designed to forecast how well students will perform in college. In 1986, the 
average SAT reading score for White students was 524, and in 2011 it increased to 528 
(NCES, 2011). For African American students, the average SAT reading score in 1986 
was 428, and it remained the same in 2011. In 1986, the average SAT math score for 
White students was 514, increasing to 535 in 2011 (NCES 2011). For African American 
students, the average SAT math score in 1986 was 411, and increased to 427 in 2011. In 
math, although both groups made improvement, for Black students the increase was not 
significant enough to close the 108-point differential gap. 
School Culture 
The culture of the school is essential in ensuring learning opportunities for all 
students (McNamara, 2000; Al Yalaylah, Al-Shehhi, Al Khateri, Al Naqbi, & Al Oraimi, 
2016). The core of school’s culture includes a group’s shared beliefs, customs, and 
behaviors. Additionally, it incorporates daily activities including but not limited to 
schedules, educational curriculum, student demographics, policies and procedures, as 
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well as the social interactions among students and educators alike. To develop a culture 
that is inclusive of learning for all students, there must be a healthy environment within 
the school (Ray, 2002; Sagey, Kali, Tsaushu, & Tal, 2016). All stakeholders must 
participate in developing an environment that is conducive to learning. Ray (2002) 
suggests that a healthy school culture is parallel with high student achievement scores.  
Motivation, teacher productivity, and satisfactory working conditions contribute to a 
healthy school culture and positive learning environment (Brown & Smith, 2013). 
To establish a healthy environment that ensures learning for all students, it is of 
high importance to have a healthy culture, which ultimately affects educational milieu 
(McNamara, 2000; Al Yalaylah, et.al, 2016). Additionally, the teachers should have an 
understanding of the various levels elements that affect student learning (McNamara, 
2000; Al Yalaylah, et. al, 2016). Leadership is also an important element of ensuring the 
school’s culture is important (McNamara, 2000). A mediocre leader is described as 
telling others what to do. However, a good leader explains how to do a task. A superior 
leader demonstrates how to complete the task. Lastly, a great leader inspires others to 
want to do something. It is believed that if this belief system is grounded within the 
school’s learning environment, the educators will be instrumental in developing a system 
that will be equally inclusive for all. Deal and Peterson (1999) asserted the transformation 
of a school culture is ensuring and promoting a shared vision, morals and values, 
common beliefs, employment of qualified and appropriate staff, and addressing the tough 
issues presented (Paul, 2015). When a cohesive working relationship exists, the 
transformation of a school culture occurs. The principal, teachers, and students working 
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cohesively and demonstrating desired values and beliefs that are essential to the core of 
the school environment. When the school’s leadership exhibits these traits, teachers and 
students are more likely to imitate it, ultimately demonstrating those cultural values on a 
consistent basis (Deal & Peterson, 1999; Paul, 2015; Kimonen & Nevalainen, 2017).  
Deal and Peterson (1999) argued the school culture is the core foundation and is 
the thread that connects and motivates all stakeholders within the school (Kimonen & 
Nevalainen, 2017). This distinctive view ultimately affects the faculty, staff, students, 
parents, and community alike. Additionally, the school must possess a strong and 
professional culture, which fosters learning. Schools should implement an education 
curriculum that is designed to have inclusion for all students in the learning activities. 
The school’s culture and learning environment will build or destroy the ability for quality 
improvement. The responsibility for the development and sustainability of a healthy 
culture and student learning is a shared responsibility. A positive culture that provides 
supports, professional development, and student learning creates an environment where 
every child can freely learn (Deal & Peterson, 1999; Kimonen & Nevalainen, 2017). 
Moreover, the responsibility of creating a positive teaching environment for educators is 
the sole responsibility of the school leaders.  
An organization’s culture takes on the personality of the organization, ultimately 
reflecting the culture of that school. Osland, Kolb, Rubin, & Turner (2007) believe that if 
leaders empower their employees they will create an environment geared towards 
empowering others.  Principals empowering the teachers, and teachers empowering the 
students will create the atmosphere conducive to equal learning for all. Leaders who 
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promote successful school culture consider the ability to change the basics of school 
culture into services that ultimately strengthens the school’s purpose (Villa, Thousand, 
Myers, & Nevin, 1996; Lindqvist & Niholm, 2013).  
Having effective leadership is considered the most critical and essential 
establishment to achieving a positive school culture, which will eventually lead to the 
school’s performance improvement (Kolb, Osland, Turner, & Rubin, 2007; Boyle, 
Topping, & Jindal-Snape, 2013). Deal and Peterson (1999) contended that shared vision 
should be the goal of leaders that is grounded in the history, values, and beliefs of the 
school (Kimonen & Nevalainen, 2017). Other objectives include hiring competent staff, 
addressing conflict directly, and utilizing examples to demonstrate the shared values of 
the school. The successful transformation of a school’s culture is achieved when all 
stakeholders demonstrate the core values and beliefs that are core to the foundation of the 
institution. The behaviors that are modeled by the leaders are within the school is 
observed, interpreted, and duplicated by others as the example of what is most important 
(Harris, Day, Hopkins, Hadfield, Hargreaves, & Chapman, 2013). When the school 
administrators handle the grievances and concerns with dignity, care, and expeditiously, 
there is a higher chance of creating a culture that will reflect the same values. 
Additionally, given the demanding work schedule of school administrators by displaying 
these actions, it confirms the desired culture of the school. 
When engaging in conflict resolution, the culture of the organization is vital 
(Avruch, 1998; Avruch, 2015). Avruch further contended the mediator should be 
experienced in resolving conflicts and have knowledge regarding the conflict. If a 
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mediator understands the background of the problem, it will assist with understanding 
both party’s views and how they perceive the situation as a result of their cultural rearing.  
Ford and Helms (2012) described the racial groups that frequently utilize the 
disparity in test scores to discriminate against Black students. Ford and Helms (2012) 
believed that both educators and non-educators do not view standardized tests as an 
inappropriate benchmark for students. Ford and Helms (2012) concluded that Black 
students do not generally fare well on standardized academic testing, due to not being 
exposed to the same academic activities and education vocational programs as their 
White counterparts.  
Ford and Helms (2012) believed that the urban schools are mostly over populated 
with Black students. Comparatively, suburban schools are mostly filled with White 
students. African American males who enter college from different socioeconomic 
backgrounds are at a higher risk for internalized beliefs, personal behaviors, and attitudes. 
As a result, these males may not be motivated to complete college, which will ultimately 
contribute to not completing college (Wyatt, 2009; Powell, 2016).  the issues that are 
faced by African American students are daily challenges related to college barriers. 
Polite and Davis (1999), Sandeen and Barr (2014) stated positive and nurturing 
social environments have a direct impact on the educational experience of college 
students. Prior research is consistent in research on the challenges and barriers to 
education for African Americans in higher education. Regardless, Black students within 
this nation are in crisis within the educational system. Casserly (2010) concluded that 
Black students do not have the same opportunities as their counterparts throughout the 
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United States.  A significant number of African American males live in single-parent 
homes with women as the sole provider, assist with taking care of family members, 
especially younger siblings coupled with continuing school. They are elevated to the role 
of man of the house, given the role of provider, and protector, are pressured to be a 
positive role model for others. Research has concluded that a child who was raised in a 
negative environment will more than likely have negative outcomes (Gabel, 1995; Eddy, 
Cearley, Bergen, & Stern-Carusone, 2014). This phenomenon of parental imprisonment 
is another barrier that affects the welfare of students in attending college (Gabel, 1995; 
Eddy et al., 2014). 
Black Male Retention Strategies 
Some researchers have hypothesized that students who participate in 
extracurricular activities are more likely to remain at a university as opposed to those 
who are not engaged in such activities (Carter, Locks, & Winkle-Wagner, 2013; Furr & 
Elling, 2002). Tinto (1993) contended that persistence in college can only be achieved 
through the concepts of social and academic integration. As stated before, social 
integration is associated with a student’s peer-to-peer interactions, extracurricular activity 
participation and day-to-day interactions. However, academic integration can be defined 
as the full range of the individual student’s experiences that occur in the traditional and 
non-traditional domains of the academic systems of the university. Involvement in 
academic-related activities has been shown to be more important for the academic and 
personal development of Black students as oppose to White students (MacKay & Kuh, 
1994; Bentley- Edwards & Chapman-Hilliard, 2015).  
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Swail (2003) further expounded on the importance of student engagement with 
his geometric model of student persistence and achievement. The student is at the center 
of the geometric model and he/she is often influenced by three factors (cognitive, social 
and institutional) for successful retention and persistence. First, cognitive factors, which 
are usually associated with the academic rigor, quality of learning, content knowledge 
and extracurricular activities offered at a certain institution. Secondly, social factors 
which are linked to the student’s finances, maturity, peer influence, and social lifestyle. 
Lastly, the institutional factors, which are associated with student services, academic 
services, financial aid, recruitment, and admissions. When one considers these various 
theories presented by Swail (2003) and Tinto (1993) on retention and persistence it is 
evident that a wide range of factors can impact the final decision of a college student 
decision remain at an institution or leave.  
According to Robinson (2014) the troubled status of African American males in 
higher education has garnered tremendous attention at national conferences, in the media 
and scholarly journals over the past 20 years. Because of the complex issues that this 
population faces educators, administrators, and policy makers alike have grappled with 
the question of what must be done to improve Black male student success (Robinson, 
2014)., The federal government has provided funding to several institutions of higher 
learning to help them establish student centered programs and services to help positively 
influence the retention and persistence Black male students (Hinton, 2014). These 
services include college orientation programs, counseling and retention centers, 
emergency loans and merit-based scholarships, corporate and private donations, and 
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academic support services (Hinton, 2014). Additionally, these schools also provide 
students with the opportunity to participate in fraternities, student organizations, 
mentoring programs, athletics and more. 
Social Integration 
The most common strategy that has been implemented by most HBCU 
institutions is student involvement/ engagement (Hinton, 2014). Townsend (2007) 
contends that Black students who spend more time participating in various social 
activities have a greater chance of being retained at an institution because they feel more 
connected to the campus social culture. These social or extracurricular activities can be a 
wide range of things that all impact the persistence and retention of a student. For 
example, Hinton (2014) believed that any activity that can help students scale up their 
relationship with staff such as seeking advice and socializing with them outside of normal 
class time could positively affect the retention of Black males. This concept even extends 
to peer-to-peer relationships as well. When students build relationships with their peers 
from diverse backgrounds and characteristics it allows them an opportunity to connect 
with the culture of an institution.  
Swail (2003) categorized such activities as social factors that affect the successful 
matriculation of first year students at post-secondary institutions. In his geometric model 
for student retention and achievement, the student is at the center and must overcome 
various forces that impede upon their success at an institution. Considering this, 
numerous HBCU’s have made it a common practice to develop programing that can help 
students ingrain themselves within the culture of the institution. Furthermore, Swail 
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(2003) contended that social factors for retention also include a student’s background and 
his/her family influence. It is not only important that students develop a good relationship 
with staff and peers at their institution, but they should also have family support as well. 
First-Year Programs 
New student seminars have been part of the academic curriculum at American 
colleges and universities for over 100 years. First year programs/initiatives are essential 
components to the success of institutions of higher learning. Many of the issues that first-
time freshmen encounter within the first year require a hands-on approach from faculty, 
staff and administrators at any given institution of higher learning. In many instances 
programs like these increases the chances of a first-time freshman remaining at the school 
and having success in a new environment. Furthermore, approximately one half of all 
students transfer at least once in their college career (Higgins, 2010). In an effort to help 
students through these transitions many schools provide extensive first year programing 
that include summer orientations, camps, week- long welcome festivities, living learning 
communities, academic bridge programs and other opportunities to build relationships 
with peers, student leaders, and various university officials outside of a traditional 
classroom setting.  
In 1972, the University of South Carolina (USC) created their First-Year 
Experience (FYE)/ University 101 course that eventually set the foundation for years of 
research on the first year and its impact on student retention (University of South 
Carolina, 2002). The original focus of this course in the first year was to develop open 
lines of communication between students, faculty, staff and administrators in response to 
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tension on campus in reaction to the Vietnam War. Furthermore, this course was 
designed to help students have a positive view toward the institution, increase retention 
(Freshmen to Sophomore year) and persistence to graduation and help students 
understand the purpose of higher education and to improve teaching across the campus 
with a parallel faculty development component.  
Since the start of the University 101 course at USC, researchers have observed 
that students in these courses tend to do better academically, have higher grade point 
averages, and report higher levels of satisfaction with the institution. However, students 
who did not participate in the courses tended to have issues with successful completion of 
the first year or persistence into the sophomore year. Various HBCU’S understand the 
importance of such programs and they have made it an intricate part of their university 
culture and curriculum. For example, at Fayetteville State University students are 
required to enroll in both first and second freshmen seminars. Continuous research and 
assessment on the programs indicated that the participants had increased the institutions 
retention rates and student satisfaction level just as it did at one large research-focused 
university in the southern United States. 
Learning Communities 
Bielaczyc and Collins (1999) illuminated the increased emphasis on learning 
communities as an approach to education in America. The key concept is that of 
educational community and the capacity of institutions to establish educational 
communities that actively involve students with other members of the institution. 
Students are more likely to persist and graduate in settings that hold high and clear 
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expectations for student achievement (Tinto, 1999). Bielaczyc and Collins (1999) 
identified the quality of a true learning community as one in which there is a culture of 
learning, in which everyone is involved in a collective effort of understanding. This 
culture must have the following: (1) diversity of expertise among its participants, who are 
valued for their contributions and given support to develop, (2) a shared objective of 
continually advancing the collective knowledge and skills, (3) an emphasis on learning 
how to learn, and (4) mechanisms for sharing what is learned. This approach to education 
is different from traditional views that emphasize the acquisition of knowledge as an 
individual as opposed to collectively, in a group environment. Most people have taken an 
interest in learning communities because they offer a more holistic, integrated learning 
experience for students (Cross, 1998; Greenfield, Keup, & Gardner, 2013). Many 
learning communities do more than co-register students around a topic. They change the 
manner in which students experience the curriculum and the way they are taught (Tinto, 
1999) 
According to Tinto (1999), a student is more likely to persist when they are in an 
environment that is committed to their success, hold high standards for learning, provide 
the necessary academic and social support, and consistent feedback about student, faculty 
and staff performance, and actively involve them with other students and faculty in 
learning. Without learning communities, university retention rates have been low. In 
2001, 68.6% of first-year African-American male students returned to OSU for their 
second year; seven years later, more than 91% of Black male freshmen returned for their 
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sophomore year. During the second consecutive year, that figure exceeded the sophomore 
retention rate for Black women during the previous year (Nealy, 2009). 
According to research on the subject, students that participate in learning 
communities are more likely to be retained and persist on to graduation. In 2009, 
Engstrom & Tinto conducted a study on the impact of learning communities on the 
success of academically under-prepared college students. The research included 19 
institutions with learning community programs that were tailored to assist under-prepared 
college students. At the conclusion of the study it was discovered that learning 
community participants had high levels of academic and social engagement, greater rates 
of course completion, and higher rates of persistence (Engstrom & Tinto, 2009).  
Although a common theme and two or more linked courses make-up a learning 
community, they are designed to do more than co-register students and put them together 
based on specific topic (Cross, 1998). These communities of learners are very structured 
and usually have an expected learning outcome that transcend the idea of retention, but 
more importantly foster healthy learning habits for underprepared and first-generation 
students. Tinto (1999) asserts that learning communities help change the manner in which 
students experience the curriculum and the way they are taught. When one considers this 
aspect of the learning community approach it is evident that such initiatives have an 
impact on retention and the overall success of institutions of higher learning in the 
American society.  
Many schools understand the implications of a successful retention rate and 
graduation rate, but more specifically, HBCUs really understand the importance of the 
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numbers. Norfolk State University in Norfolk, Virginia decided to implement learning 
communities in 2012 for their first-time freshmen. The overall purpose of the change was 
to enhance freshmen retention rates, instill a culture of critical inquiry amongst its 
students, and increase graduation rates (Kirsten, Walker, Laws, Fitzgerald & Burwell, 
2015). Lincoln University had an 89% retention rate increase after implementing learning 
communities. 
Challenges Facing Institutions of Higher Education 
Black males are faced with various challenges within their secondary and post- 
secondary academic experience, numerous educators and policymakers have tried to 
accommodate this population through various retention initiatives. Bonner and Baily 
(2006) contend that many Black males encounter an educational system that is at best 
chilly and at worst hostile to them. According to the U.S Department of Education, in 
2012 White males enrolled into college at a rate 7.2% higher than their Black male 
counterparts.  
In recent years, there has been a demand for universities to become more 
customer sensitive, to cater to the needs of non-traditional students, to seek out new 
sources of funding, and to respond to new competition (Tierany, 2004; Holmes, 2015). 
The constant reform occurring within higher education has challenged colleges to make 
adjustments to their current practices and create a learning environment that can produce 
quality students who can succeed in a competitive job market. According to Tierny 
(2004) and Holmes (2015) the higher educational sector is experiencing a rapid period of 
globalization which means colleges have a greater responsibility to make good strategic 
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plans that can accommodate students and preserve the institution well into the future. 
When one considers the external factors that can affect an institution, it is clear that 
change is necessary and needed to increase retention as well as attrition for certain 
schools across the nation.  
In many instances the issue that this population is facing starts prior to them ever 
enrolling into an institution of higher learning. It has been documented by various 
researchers that the critical problems that hinder the completion of high school for Black 
males students consequently effects their enrollment and participation in post-secondary 
educational opportunities (Scott, Taylor, & Palmer, 2013). Many of the issues that the 
Black males face within their secondary educational experience are issues such as limited 
representation in gifted programs, higher enrollment in special education courses, lack of 
minority male teachers and a lack of resources. 
Implications 
The purpose of this study was to examine the lived experiences of learning 
community participants and discover what faculty and staff perceive to be a major 
influence on the retention of this population.  Personal perceptions and thoughts were 
gathered from current faculty/staff and learning community participants in relation to 
retention at the selected institution. The primary focus of this qualitative case study was 
to gather a deeper understanding of the impact of retention on learning community 
participants that remained at the institution after their first year of college. Additional 
information was obtained from gathering personal perceptions from faculty/staff that 
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were connected to the community through teaching and advising students within the 
learning community.  
One possible project that may result from the findings of this study would be a 
professional development/training. This training would be for three days and provide 
participants with information on best practices for retaining minority male students. 
Participants will receive tangible resources that can be utilized to increase the retention of 
male students on the campus. Information obtained from the literature review would 
provide a foundation for additional data gathered from the project study. Another 
possible project is a detailed white paper that informs stakeholders of the issues and 
provide them with recommendations for change. A white paper, as defined by Stelzner 
(2007) and Willerton (2013) is a hybrid of an article and a marketing brochure, proposing 
a solution and intending to persuade its audience. As student retention remains a major 
focus of post-secondary institutions, such projects will remain necessary to increase 
retention.  
Summary 
This study examined perspectives of students, faculty and staff at one HBCU and 
was warranted based on the number of Black male students who have not graduated/are 
not retained. There was a need to examine the factors that influenced the retention and 
persistence of Black male learning community participants at this private Historically 
Black University. In my review of the literature, I found that Black male students do not 
persist on towards graduation at the same rates of White males and Black females. 
Although enrollment rates have been projected to increase over the next decade it is 
36 
 
unclear what the fate of Black male students will be in successfully completing their 
college degree. Ezeala-Harrison (2014) found that more than half of the Black males who 
start college do not finish. In consideration of the data and research on this particular 
population a study such as this was warranted.  
In Section 1, I outlined the problem of Black male retention at the selected 
institution. The rationale for choosing this problem was distinct, based upon the number 
of Black male students who encounter various challenges in higher education that 
ultimately affect their retention. Key terms were defined, and a detailed review of the 
literature was conducted to justify the study on a local and global scale. Additionally, this 
section outlined implications of the study and the guiding research questions. In Section 
Two, I provided the methodology and outline the procedures for conducting this 
qualitative case study on Black male retention and persistence at the selected institution. 
In the third section, I discussed the actual project that was developed based on the results 
of this study. Section 4 contains project strengths and limitations, recommendations for 
alternative approaches, reflections and directions for future research. 
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Section 2: The Methodology 
The purpose of this qualitative case study was to examine the lived experiences of 
Black male student learning community participants and discover what faculty/staff 
perceive to be major influences on the retention of this population. The data focused on 
how these students confronted challenges within the learning community, their personal 
lives, and their social lives. I examined what students perceived to be the primary factors 
that allowed them to remain at the institution. According to Lodico, Spaulding, and 
Vogtle (2010), a qualitative case study is conducted to discover meaning, to investigate 
processes, and to gain insight into an individual, group, or situation. In this study, I used 
multiple data sources to examine all parts of the learning community. 
The case study approach was the best method for this research based on the 
problem, purpose, and research questions (see Merriam, 2009). The case study method 
allowed me to gain detailed knowledge of the participants in the sample and to interact 
with them in a social setting (see Hancock & Algozzine, 2015; Lodico et al., 2010). After 
receiving permission from Walden University, Institutional Review Board (IRB # 
0411187) and the selected institution to conduct the study. I acted as participant-observer 
to fully understand participants in their natural setting. All aspects of the study aligned 
with the stipulations outlined by Walden’s IRB. 
Research Design and Approach 
A qualitative case study is a detailed examination of a particular bounded unit 
over a period of time. Merriam (2009) defined a case study as “an empirical inquiry that 
investigates a contemporary phenomenon within its real-life context, especially when the 
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boundaries between phenomenon and context are not clearly defined” (p. 40). A case 
study is typically used to examine a current issue in a real-life situation that involves an 
individual, group, entity, or institution within a certain contextual setting (Glesne, 2011). 
This qualitative case study addressed the factors related to the retention and persistence 
of Black male learning community participants at a private HBCU. 
When researchers use the case study approach, they are typically trying to answer 
the how and why questions regarding a phenomenon. The case study method allows the 
researcher to examine complex situations that include multiple perspectives that can be 
considered through data collected from various sources (Stake, 2005; Yin, 2013). The 
case study approach can be used only when there is a bounded system or a single entity 
around which there are boundaries (Merriam, 2009). 
To test the boundaries of the phenomenon and to decide whether a case study 
approach is recommended, the researcher must determine whether there is a limit to the 
individuals who can participate (Hancock, & Algozzine, 2015; Lodico et al., 2010). In 
this current study, I chose the case study method to understand what learning community 
participants believed to be factors associated with their retention and persistence at the 
selected institution. Through analysis of their experiences, I obtained a more in-depth 
understanding of the issue of retention. The case study was the most appropriate approach 
to examine the perceptions of individual learning community participants in one-on-one 
interviews. 
In this study, the phenomenon of interest was factors influencing the retention and 
persistence of Black male learning community participants. This study focused on the 
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experiences of faculty, staff, and minority male students who participated in a learning 
community at an HBCU in the southern region of the United States. I looked at the how 
and why of the student’s ability to be retained and persist toward graduation. Other 
qualitative research designs were considered for this study, such as the grounded theory. 
However, this design was not suitable for this project study because my purpose was not 
to formulate a theory. A narrative research design was considered but rejected because of 
its focus on a group of students as oppose to the individual lived experiences of learning 
community participants (see Creswell, 2012). The case study design was appropriate for 
examining a bounded system that limited my focus to a specific institution and group. 
The knowledge gained from this case study added to the literature on this topic and to the 
body of knowledge needed to improve retention rates in higher education for this 
population. 
Research Participants 
The participants in a qualitative study are selected based on their characteristics 
and knowledge of the phenomenon addressed in the study (Lodico et al., 2010). The 
population for this case study was a group of current and former faculty, staff, and 
students who participated in a learning community. I used purposeful sampling to recruit 
the participants with knowledge about the topic being investigated (see Lodico et al., 
2010). White-McNeil (2016) asserted that purposeful sampling technique has several 
advantages such as cost efficiency, less time required to complete the study, higher 
participation rates and enhanced credibility of the study.. The disadvantages of this 
sampling technique include generalization difficulties with the research results, less 
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representation of the population, and increased dependence on the sample (McMillan, 
2012; White-Neil, 2016). The intent of this case study was not to generalize to all 
institutions, but to inform the selected institution of possible retention strategies to fit the 
needs of its Black male students. 
Selection of Participants 
I sent a general request to administrators at the selected institution to encourage 
the participation of current and former faculty, staff, and student learning community 
participants. There were six student participants selected for this case study, all of them 
were Black male students admitted into the selected institution and enrolled in two or 
three linked courses within the all-male learning community. These individuals were 
college ready based on their high school standardized test scores and grade point 
averages. Additionally, two faculty and two staff participants were selected based on their 
connection to the learning community as either a professor in one or more of the shared 
courses or an advisor for the students beyond the classroom setting. Overall, the sample 
for this case study included 10 participants (six students, two faculty, and two staff) who 
met the selection criteria outlined. To be eligible for this study as a student, the 
participants had to be a Black male former or current full-time student (12 to 18 credit 
hours), a former or current learning community participant, and over 18 years of age. 
Faculty, staff, and administrators were eligible if they were a former or current 
faculty/staff/administrator, work or worked directly with first-year students, and work or 
worked directly with learning community participants. By using the purposeful sampling 
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method, I ensured the selection of participants who would provide the data needed for the 
study.  
To maintain the ethical standards required by the Walden IRB and the selected 
institution, the subjects selected for interviews were asked to sign and complete a 
participation form as well as an informed consent form. The informed consent was based 
on the scientific realism framework in which researchers know before a study begins 
what measures will be used and what treatments will be given to participants (see Lodico 
et al., 2010). To uphold the ethical requirements of the qualitative research design, I 
informed all participants of what would take place during the study and reassured that 
they would not be harmed at any point during the process. I maintained the 
confidentiality of each subject before, during, and after the study. After receiving the 
appropriate forms from the participants by e-mail or mail, I scheduled a 30-minute 
interview that would be conducted at a designated setting or over the phone.  
Interviews were used as the primary source of data. An interview protocol 
(Appendix B) was established to guide the data collection and maintain accurate 
documentation of the subject. The protocol was developed to maintain consistency in the 
data collection process and provide a script for me to follow. According to Lodico et al. 
(2010), there are three types of interview structures that can be used for a qualitative 
study. In a structured interview, the researcher does not deviate from a specific set of 
questions. The semi-structured interview allows some deviation, and a non-structured 
interview allows for more conversation and flexibility. In this study, I conducted a semi-
structured interview with each participant to focus on the phenomenon of interest. 
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Data Collection Procedure 
There are five interrelated steps in the process of qualitative data collection 
(Creswell, 2012). These steps helped to guide me in collecting the data for this case 
study. The first step required me to identify the participants, the study site, and the 
sampling strategy that would be most useful for answering the research questions. The 
study site was a private HBCU located in the southern region of the United States. To 
gain access to the needed data, I used a purposeful sampling strategy. All interview 
questions were designed to discover the factors that influenced the retention and 
persistence of Black male learning community members. The semi-structured interview 
protocol allowed me to gain a more in-depth understanding of the phenomenon and 
provided a flexible way to collect data on the case being studied (see Hancock & 
Algozzine, 2015; Lodico et al, 2010). I also collected data from documents such as class 
rosters and schedules to triangulate sources.  
The next step in the data collection process is to gain access to the individuals 
selected for the study and obtain the appropriate permission from the subjects and the 
research site (Creswell, 2012). In compliance with the IRB, I followed the ethical 
procedures in place to protect the participants. The subjects who met the sampling criteria 
received an official invitation letter to participate in the study. Additionally, all subjects 
were required to read and sign an informed consent form (Appendix B) prior to 
participating in the study. The consent form briefly outlined a description of the study; 
disclosed potential risk and strategies to protect the participant’s privacy. Furthermore, 
this consent form affirmed that participation in the study was not mandatory and all 
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subjects could discontinue their participation at any point in which they felt unethical. 
The informed consent form was delivered either by hand, mail or electronically to all 
eligible participants. Once the appropriate documentation was received in compliance 
with the study site IRB committee and the Walden IRB, then the subjects were contacted 
to participate in a face-to-face or telephone interview. According to Musoba, Jacob, & 
Robinson (2014) IRB approval is essential to the researcher because it confirms that the 
study complies with the ethical standards of the university, the government and 
international standards.  
The third and fourth step in the qualitative data collection process required the 
researcher to design questions and set a protocol (Appendix B) that will allow the best 
feedback for the phenomenon being studied. Each of the semi-structured interviews that 
were conducted in this study were recorded using a digital recorder. Furthermore, notes 
were written down by the researcher during the interview session to acquire as much data 
on the subject as possible. An interview protocol was established with a brief script to 
explain the purpose of the research to the interviewee, along with preliminary research 
questions and a place for the date and background of the interviewee to be recorded 
(Lodico et al., 2010). The interview process included open ended questions to get a more 
in-depth description of the participants experience with the phenomenon being studied. 
Although all interviews were preferred to be face-to-face the researcher gave special 
consideration to individuals who were unable to meet in the designated interview setting 
and utilize the telephone interview option.  
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The fifth and final step in the data collection process is to administer the 
collection procedure and be mindful of all ethical issues that may arise (Creswell, 2012). 
Just like other qualitative research designs, there will always be ethical issues that need to 
be considered and resolved prior to the data collection process. After the data was 
collected the interview notes and recordings were transcribed and compiled in a narrative 
format to reveal the findings and results of the research questions. This process was used 
to examine the factors that influence the retention and persistence of minority male 
learning community participants. 
Data Analysis and Interpretation 
In analyzing the data Creswell (2012), highlights six interrelated steps needed to 
effectively examine data collected during a qualitative study. The following steps were 
employed: 1) organization of data, 2) initial exploration through coding, 3) developing 
description and themes, 4) representation using narratives and visuals, 5) interpretation 
through personal reflection and literature, and 6) validation of accuracy (Creswell, 2012). 
By utilizing this formula for data analysis, the researcher can accurately assess various 
texts and images to answer a specific research question that correlates with the 
phenomenon (Creswell, 2012). Additionally, qualitative study research is analyzed 
through reading and review of data (observation notes, interview transcripts) to detect 
themes and patterns that may emerge (Lodico et. al., 2010). 
The information gathered in the data collection process through spoken and 
written words was transformed into a document that could be analyzed by hand or 
digitally (Creswell, 2012). According to Holcomb and Davidson (2006), as cited by 
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McNeil (2016), transcription is reproducing the spoken word into text. After the one-on-
one interviews were completed (ten subjects) and the data was collected, the researcher 
transcribed the information and coded it for the final results. All subjects remained 
anonymous and coded in a way that only the researcher could identify the subjects. 
Effective coding techniques while analyzing the data were employed (Creswell, 
2012). There are numerous ways to code data collected during the interview process. It is 
imperative when a coding process is established, the researcher determines what data 
should be used or discarded to provide evidence for the developing themes (Creswell, 
2012). Upon the initial review of the data collected from the ten subjects selected for the 
study, the information was examined to identify themes that may have emerged. The 
groups were categorized by minority male participants in a learning community or faculty 
and staff participants. Overall, there were four faculty and staff participants and six 
minority male participants who were eligible to participate in the study based upon the 
participation criteria outlined in this section.  
Besides organizing data and coding the data, a report and interpretation of the 
findings will be presented in this chapter. The data that was analyzed and coded will be 
summarized in a narrative format, to better explain the themes and patterns that have 
emerged from the study. Furthermore, this interpretation of the data will show possible 
correlations with other studies on similar subjects. In many instances, qualitative 
researchers share their findings with other professionals through journals, reports, web 
sites, and formal and informal meetings (Lodico, 2010). The intent of this data analysis is 




The primary focus of this project study was to explore the lived experiences of 
minority male learning community participants at a Private Historically Black University. 
Therefore, the research questions guiding this study were:  
1. What do faculty and staff perceive to be a major influence on the retention of 
minority male learning community participants?  
2. What do Black male learning community participants perceive to be a major 
influence on their decision to remain at the selected institution after their first 
year?  
Five themes emerged based upon the responses of student, faculty and staff 
research participants during separate interview sessions. After reviewing the interview 
transcripts, four student themes were discovered and one faculty/staff theme. There were 
six student participants selected for this case study, all of them were minority Black- 
male students admitted into the selected institution and enrolled in two or three linked 
courses within the all-male learning community. These individuals were college ready 
based upon their high school standardized test scores and grade point averages (G.P. A). 
Additionally, four faculty and staff participants were selected for the study based upon 
their connection to the learning community as a professor in one or more of the shared 
courses or an advisor for the students beyond the classroom setting. Overall, the 
population for this case study contained ten participants (six students, two 
faculty/administrator and two staff) that met the basic criteria outlined in this section. As 
indicated previously, the names of the participants changed for this report. In the 
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following section, I briefly describe the themes that emerged from the data analysis 
process and provide a narrative summarization of each student theme and faculty/staff 
theme. 
Themes 
Creswell (2009) parallels the analysis of data to that of peeling of onion layers, in 
that the process requires repeated steps of analysis and data collection. After reviewing 
and coding the transcripts, five themes emerged based upon interviews and constant data 
analysis. Four themes were discovered from student participants and one theme 
developed from faculty/staff participants. The student and faculty/staff themes that 
emerged were (a) Factors that influence college selection, (b) The participant’s 
perception of college life, (c) Fostering a community of brothers, and (d) Participant 
perceptions of male retention. The Faculty/Staff theme was Black male mentorship. 
Quotations supporting these themes from participants will occur later in this section. The 
following is a brief overview of the four student themes and the one faculty/staff theme 
that evolved after the data analysis was completed. 
Table 1.  
 
Examples of Responses per Student and Faculty Theme 
 
Student Theme:  
  




  My parents attended the university 
 Small classroom environment 
 University alumni encouraged me to attend 
 I have family that live in the same city  
 The location was perfect.  
 My mom wanted me to attend an HBCU 
 I have a family member who works here 

































  Rowdy because it’s an HBCU 
 A family atmosphere because it’s small 
 It will prepare you for life after college 
 No different than a PWI 
 Just like the movies 
 A diverse environment 
 Party and no class 
 Did not think I would fit in 
 It was my getaway 
 
 
 Helped me to blossom into a student leader 
 Opportunities to interact with other black 
males 
 A small community 
 We could encourage each other  
 Less distractions with no girls in the class 
 My classmates were accountable and made 
sure I studied 
 We were like real brothers 
 Teachers went beyond to make sure we were 
successful 
 My advisors and professors were always there 
to assist me and support me 
 It was a big support group 
 We shared similar stories, we were all 
connected 
 
 Greek organizations help retain students 
 Increased engagement in the classroom 
 Love them and show them you care 
 Make student organizations more accessible 
to students  
 Maintain learning communities and male 
empowerment organizations 
  Allow new students to network and connect 
with their support system 
 Strong motivation and a drive to finish 
   
Faculty Theme:    
Black male 
mentorship 
  The university must polarize who keeps their 
attention 




 Increase engagement with male faculty 
members 
 Lack of male mentorship campus-wide 
 Mandatory attendance in black male 
initiatives 
 Increase courses for all males with black male 
professors 
 Engagement is very important  
   
 
Student Participant Themes 
Theme one—factors that influence college selection. Literature on the subject 
asserts that consistent family support and early educational goal setting are strong 
predictors of academic success (Tierney & Auerbach, 2004). This theme highlighted the 
impact of family on the college selection process for minority male students based upon 
interview questions one and two. All six male participants mentioned their family as 
having a significant influence on their choice to attend the selected university. 
Furthermore, this theme illustrated how the institutions emphasis on academics weighs on 
a student’s choice to attend the university. Morse (2013) conducted a survey that 
discovered over 192, 912 first year students decided to attend their selected institution 
based upon its academic reputation. Additionally, the location of the institution was a 
significant indicator of the student’s final choice to attend the University.  
During the interview, I asked student participants to explain why they chose to 
attend the selected institution. Additionally, in the second interview question I asked 
student participants to identify some of the major factors that influenced their final choice 
to attend the university. Family, location and academics weighed heavily on the final 
choice for the participants in this study.   
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Family. All six of the participants referenced family as having a significant role in 
their final decision to attend the selected institution.  Research suggests that African 
American families have a perpetual love for each other and they desire educational 
achievement for their children…. (Gutman & McLoyd, 2000; Milner IV, 2013; Cody, 
2014). Two student participants said one or more of their parents attended the university 
and their communities had a strong alumni presence that helped influence their choice. 
Ricky stated, “My mom wanted me to attend an HBCU.” Additionally, Mike revealed, 
“My parents were graduates, my grandma graduated, my aunties, my uncles graduated 
from here, so it’s basically a legacy”. Furthermore, Joshua stated “Going to church, I 
noticed a lot of people went to this university…..many of them asked if I knew about an 
HBCU and would I consider theirs…….being around people that look just like me made 
a difference”. In summary, the support of the family was a major factor in the college 
selection process of the student participants.  
Location.  The location of the institution was important as well. Valarie Strauss 
(2016) asserts that most high school seniors tend to select a university that is closer to 
home. While making a final choice for college the location was significant for Gregg who 
stated, “The location was not too far from home or to close, it was just in the right place”. 
Additionally, Joshua stated, “I have family that live here in this city and my hometown is 
less than an hour away”. Although some students selected the institution based upon is 
proximity to their hometown, there were others who selected the location because it was 
further away from their homes and it allowed them to “getaway” as Mike stated. Prince 
explained that the university was located “….by the beach…” which was important 
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considering his hometown is in Indiana. Besides family, alumni influence, and location 
Prince stated, “It was my destiny, my university chose me.”  
Academics. While discussing the major factors influencing the participant’s final 
choice to attend the university academics seemed to be an important factor for them. 
Many of the student participants referenced the small class size and family environment 
as key factors for choosing the selected institution. Ricky stated “…. academics is big to 
me…”, and “…. the professors here really push you and really care about how you get it 
done in the classroom”.  Tinto (2000) asserts that a student is more likely to persist when 
they are in an environment that is committed to their success, additionally; Ricky 
mentioned, “ I appreciated the small class environment at the institution and it really 
influenced my final decision to attend the university”. Furthermore, Othello stated, 
“academics was a major factor in my choice”, He asserts, “that is the reason why I am 
here, I am not spending all of this money to sit around and waste time…. I am here for 
my academics”.  
Overall, the student participants selected this private HBCU based upon the 
influence of their families who attended the university or just wanted their child to be 
enrolled at an HBCU. Additionally, the university was selected based on its location and 
proximity to the participant’s hometown. Furthermore, the academic structure of the 
university and the small class setting was very significant in the final decision for most of 
our student participants. 
Theme two—participants perceptions of college life. This theme emerged 
based upon the participant’s response to interview questions three and four. The 
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interview questions were designed to gain a greater knowledge on the participant’s 
expectation of college life prior to enrolling in the selected institution. The student 
participants responded with various answers that ranged from partying, no studying, an 
emphasis on academics and it prepares you for your future career. Overall, this theme 
revealed that the participants had an initial perception of college life that changed after 
enrolling and attending the university.  
This theme references the student participant’s perception of college life and the 
HBCU experience prior to them enrolling into the university. During the student 
participants, separate interview sessions they were asked two questions: 
 Upon arrival to the university, what were your perceptions of college life 
(socially, academically, etc.)?  
 What were your perceptions of college life at an HBCU?  
The responses to both questions varied amongst the student participants and 
encompassed the concepts of college life portrayed in movies, prepares you for life after 
college, and its diverse environment.   
A great majority of the participants (four out of six) came up with their pre- 
perception of college based upon various movies that illustrated college life having an 
emphasis on social settings and not so much of an emphasis on academics.  Mike stated 
his perception of college was “……Party, party, party, and no class…”. Ricky echoed 
that statement and stated, “I really thought college was going to be like the movies say a 
lot of parties and people not going to class” and Prince admitted “I had the wrong 
perception of college”. Although some participants expected college life to be like the 
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movies, there were some who felt that they would not be able to adapt to the new 
environment. Othello expressed how he called home daily crying after starting class at 
the selected institution. He further asserts that “…. I did not feel like I was going to fit in 
with anybody I felt like I was different ….”. Additionally, Joshua felt that college was a 
“getaway” and his mindset was simply “…. After high school I must get out of here, I 
have to get out of Miami, I have to go to college….”. However, Gregg asserted that 
“College is a place that you can earn a degree and gain the necessary tools for future 
success both professionally and financially”.  
When participants were asked about their perceptions of college life at an HBCU 
their response varied again. Mike felt it would be a “diverse environment” and Othello 
felt it would be “like the movies”. Two participants expressed their feeling that an HBCU 
is no different than a PWI. In fact, Joshua stated “I didn't think it was going to be any 
different than a regular college a PWI, I just knew it would be more people that look like 
me…”. However, Mike felt that the HBCU experience was a “systematic life lesson” and 
the institution taught students how to survive beyond the university. Furthermore, one 
participant stated he perceived that the institution would have “Pride, a family type 
environment where everybody knows everybody and everyone is going to support one 
another”.  
Although the participants had various perceptions of college many of them 
discovered that the reality of a typical college experience in general and at an HBCU was 
different from their initial concept.  Instead of a high emphasis on social activities and 
continuous fun the university focused on academics Prince stated that they “teach you the 
54 
 
right lessons from professionalism, to networking, to the proper dress code, and it's like if 
you use it you will prosper, but if you don't you may fall by the wayside”. Additionally, 
the respondents felt that the institution took pride in discussing the Black culture and on 
many levels changing their entire perspective on college life. Overall, each participant 
had varied responses to the interview questions, but each of them seemed to show a great 
appreciation for their college experience 
Theme three—fostering a community of brothers. Kadiko & Mawer (2013) 
asserts that being a part of a community and having a sense of belonging are essential to 
the success of students in higher education. This theme highlighted the experiences of 
male learning community participants at the selected institution. Their response to 
interview questions in relation to their learning community experience revealed a 
dynamic bond they had with each other and the power of brotherhood. This theme 
highlighted their experiences and interactions with faculty, staff and fellow students at 
the university. The small classroom, peer accountability, and the relevant curriculum 
were attributes that participants mentioned during their interview to illustrate their 
experience. The increased engagement among the males in this community allowed them 
an opportunity to engage in activities beyond the learning community and increase the 
probability that they would remain at the university. Support from faculty/ staff at the 
university was essential as well, which was noted in the narrative for this theme.  
In question five of the interview session, student participants were asked to 
describe their learning community experience at the selected institution. This theme 
encompassed the impact of the learning community on the student participant’s academic 
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environment and social integration. Some of the sub themes that emerged from this theme 
included brotherhood, small community, academic engagement, and faculty/staff support. 
All the participants seem to have a great appreciation for their experience and value the 
relationships of “brotherhood” they developed while engaging in the learning 
community. Joshua stated “Honestly, if it wasn’t for this learning community I have no 
idea where I would be”. This sentiment is echoed by many of the participants as they 
recalled their individual experiences within the community. All of them spoke highly of 
their experience and how it made a significant impact on their lives.  
The small community made of all males was more impactful then some of the 
participants initially thought. Joshua stated, “Initially, getting into it, I was like what? We 
are going to have all male classes”. However, the participants all agreed that a classroom 
setting with the absence of girls helped them to focus and have academic success. Prince 
stated, “No girls were allowed it was all boys” which seemed to help create a sense of 
pride amongst the participants and a true brotherhood. This sentiment is echoed by Mike 
who stated, “… there were no females in our classes, whereas we could encourage each 
other and there were no distractions”. One participant expressed that “It was like we were 
real brothers” and yet another explained that he appreciated the small community because 
everyone had a “sense of accountability”.  
Academically, the student participants seemed to be engaged and excited about 
the lessons they learned while being a member of the learning community. Prince stated 
“…. a lot of the lessons we learned all went together everything we learned coexisted and 
it was like in one class we were learning about our rights, and how the world is treating 
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Black men, the next class how Black men should treat women, why Black men are 
perceived the way they are. Everything seemed to go along, and it made me think…we 
were learning life lessons along with book lessons”. Additionally, the student participants 
felt that the faculty members who were Black males really supported them and helped to 
develop them as student leaders on the campus. Greg asserted that the “learning 
community helped me to blossom and become more social especially with group 
projects, I wanted to drop the course just avoid group projects”. These experiences 
seemed to force some of our participants to transform in ways they could never imagine.  
The faculty that were engaged in the community were also “intrusive” as Joshua 
recalled. These professors did not mind going to your dorm to get you out of bed and 
make sure you went to class. Furthermore, these professors seem to have a deep concern 
for the well- being of their students beyond the classroom setting. Ricky asserted firmly 
“if you want to succeed, then there are people here to help you succeed”. This theme of 
faculty/staff support was a continuous statement amongst the student participants. As 
Mike states “the teachers are willing to help and go beyond to make sure you are 
successful”. As a result of this faculty/staff support system, when students were asked if 
they contemplated leaving the institution in question seven, of the six participants four 
said they never thought about leaving the institution and two said they did. Although two 
participants said they contemplated leaving, they remained at the institution after their 
first year. Additionally, the four students that asserted they did not contemplate leaving 
the university were active and engage in additional student activities beyond the learning 
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community. However, as stated by Greg “I had individuals that cared” and this seemed to 
make a major difference. 
This small community of all male learners created an atmosphere that encouraged 
engagement and “an opportunity for Black males to interact with each other” as Greg 
stated. Overall, the participants seem to value their learning community experience and 
its impact on their college life.  
Theme four—participant perceptions of male retention. The student 
participants had an opportunity during their separate interviews to consider what they 
perceive to be factors that affect the retention of their peers at the university. Their 
response to interview questions nine and ten revealed a wide range of challenges that this 
population may face. These challenges include engagement within the university 
community based upon student organization requirements, a lack of financial resources 
and poor academic performance. When considering these factors participants mentioned 
the importance of having a learning community and the necessity for faculty/staff to 
support this population of students.  
This theme emerged based upon the response of student participants to interview 
question nine and ten. The questions were (a) what do you feel can be done to increase 
Black male retention at your institution? (b) What do you perceive to be a major factor in 
a Black male student’s choice to stay or leave the institution? Tinto (1993) contended that 
persistence in college could only be achieved through the concepts of social and 
academic integration. As stated before, social integration is associated with a student’s 
peer-to- peer interactions, extracurricular activity participation and day-to-day 
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interactions. However, academic integration can be defined as the full range of the 
individual student’s experiences that occur in the traditional and non-traditional domains 
of the academic systems of the university.  The six-student participant’s response to 
question nine and ten varied between student involvement, faculty/ staff support, and 
empowerment workshops for Black males and financial resources.  
The most common retention strategy that has been implemented by most HBCU 
institutions is student involvement/ engagement (Hinton, 2014).  Townsend (2007) 
contends that Black students who spend more time participating in various social 
activities have a greater chance of being retained at an institution because they feel more 
connected to the campus social culture. During the interview some students felt that the 
university offered various organizations for students to engage in, but they were limited 
and excluded potential members based on G.P.A, classification, gender, etc. Mike stated, 
“It’s important that students get involved, and the university makes access to certain 
organizations easier”. Furthermore, Prince asserted “when I was not active beyond the 
learning community I was bored”. However, there were also some student participants 
that felt the organizations needed to maintain their standards to help increase retention. 
Othello said “many of the students look up to Greeks and when they have to maintain a 
certain G.P.A in order to get involved with the organization it can be a motivator for them 
to do well”. The majority of the participants mentioned the importance of student 
involvement and many of them were active beyond the learning community. Some of the 
participants were involved in student government, residential life, sports, the royal court 
and a notional honor society.  
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The student participants really highlighted and expressed the need for the 
institution to maintain the learning community and male empowerment organizations that 
are gender specific to Black males. Joshua asserted that “If we plan to retain Black males, 
we have to keep those all male classes, those all male teachers, the male summit, male 
empowerment, keep bringing back those male speakers, that’s what keeps them here….. 
That will help our retention rates go up”. These sentiments were echoed by other student 
participants as well such as Othello who stated, “Keep the learning community and 
similar programs….” Most people have taken an interest in learning communities 
because they offer a more holistic, integrated learning experience for students (Cross, 
1998; Greenfield, Keup, & Gardner, 2013). Many learning communities do more than co-
register students around a topic. They change the manner in which students experience 
the curriculum and the way they are taught (Tinto, 2000). All of the student participants 
seem to credit their success in college with their engagement in the Black male learning 
community.  
Beyond the concept of student involvement for Black male retention, the 
interviewees mentioned the importance of faculty, staff and administrative support for 
Black males. To establish a healthy environment that ensures learning for all students, it 
is of high importance to have a healthy culture, which ultimately affects educational 
milieu (McNamara, 2000; Al Yalaylah, et.al, 2016). Additionally, the teachers should 
have an understanding of the various levels elements that affect student learning 
(McNamara, 2000; Al Yalaylah, et. al, 2016). Comments such as I know a few 
administrators that really care”, “they ensure students belong”, and “make more time for 
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them…” were expressed by Othello, Mike, and Prince respectfully. This concept of a 
“caring community” was supported by Gregg who stated, “when new students connect 
with their support system they have success… Different professors, my advisor and so 
much more”. The added support from faculty, staff and administrators made a difference 
based upon the interviewees responses to question number 9 and what they feel effect the 
retention of Black males at their institution.  
In response to interview question 10, the student participant’s responses varied 
and included such topics as financial resources, academic performance and self-
motivation. The major factor that impacted a student’s choice to remain at the institution 
or leave was financial. Four out of the six participants mentioned limited financial 
resources as a deciding factor. Gregg stated “Personally, I know some students that have 
come and left the institution, some of them had to wait a couple of semesters to return 
and yet many of them don’t return simply because the money is a huge factor”. Ricky 
stated, “the biggest factor is financial, like myself, personally I was at a point where I 
didn’t know if I would be able to come back”. This statement was further supported by 
Othello, who stated, “It all comes down to the money”. Othello even took a moment to 
reflect on a time when his parents were having financial difficulty which could have 
caused him to leave the institution, however his engagement with campus organizations 
as he states, “saved me and I was able to return”.  
Besides the money having an impact on student retention their academic 
performance and self – motivation at the university was a significant factor as well. 
Students must be passionate about what they do and have some type of “drive” to 
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motivate them as Joshua sated during the interview. Joshua further asserts, “you must be 
goal oriented, you have to want to be somebody in life… find that thing that makes you 
breath, if it’s your son, if it’s a child, if it’s your mom… you must be willing to do it and 
find some type of motivation that will keep you coming”. Furthermore, academics were 
perceived to be a major factor in a student’s choice to stay or leave the institution. Mike 
asserted that “how well they do in their courses” has an impact on their choice to remain 
at the institution. Essentially, “there is no choice when your G.P.A. falls below a 2.0” 
according to Mike.  
Faculty Participant Theme: Black Male Mentorship 
This theme emerged after interviewing four faculty/staff members at the selected 
university. The faculty/staff members all discussed the need for an increased male 
presence on the campus. Additionally, there is a need for Black male excellence to be 
highlighted and displayed more often for male students at the institution. Furthermore, 
the selected institution is private and therefore financial resources for some student’s 
seem to be a factor for retention. Overall, the four faculty/staff participants emphasized 
the need for male mentorship in some form.  
Upon asking faculty participants what they felt were some of the challenges that 
Black males encountered at their institution? And what they felt could be done to increase 
Black male retention at their institution? Two of the four faculty participants mentioned 
finances as a major challenge for their students at the university. Mr. Jeremiah stated, 
“Funding is an issue for some of our males because they fail to communicate with others 
to get the resources they need to be successful”. Additionally, they may not have the 
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“financial support from family based upon where they come from” stated Mr. Jeremiah. 
Furthermore, Mr. Only also referenced the financial issue during his interview. “These 
students have financial hardships and many of them can’t afford to attend this institution 
as a result many of them don’t finish”, stated Mr. Only.  
Although finances were mentioned as a challenge for the Black male students at 
the institution, it was clear from interviews that intentional male mentorship was an issue 
as well.  One participant (Ms. Lance) stated the “lack of mentorship or guidance from 
other professional males on campus is a challenge for our males” and “a lack of 
motivation perhaps because they are not being inspired by other males on the campus”. 
According to Ms. Lance this lack of professional male engagement on the campus makes 
it difficult for Black male students to “separate their former lifestyle with what we are 
trying to teach them here at the university”.  Ms. Bright asserts that the students just 
cannot seem to find a “balance”. During the interview Ms. Bright defined the balance as 
the students trying to find common ground between real life beyond the campus and their 
college life at the university”.  
In response to what can be done to increase Black male retention at your 
institution, all faculty participants mentioned some form of mentorship or consistent male 
engagement. Each faculty member seemed to have a deep concern for this population 
both male and female participants. Ms. Bright asserts that the university “needs to 
polarize who keeps their attention”. With various distractions on and off the campus “our 
male students can potential get engaged with activities that do not promote retention or 
graduation” stated Ms. Bright. Additionally, “We need to highlight and showcase Black 
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male excellence across the campus to motivate and inspire our male students,” stated Ms. 
Bright. Furthermore, Mr. Jeremiah stated “We need supportive faculty/staff … we are in 
this together”. Student support is a shared responsibility by the university, the faculty and 
student relationship is a predictor of degree completion (Pearson, 2012; Edmonds, 2016).  
During the interview, Ms. Lance stated, “mandatory attendance should be 
required for males to attend Black Male Initiative programing”. This participant felt that 
this would be good to increase the retention of this population and help develop “faculty 
and peer engagement opportunities”. Ms. Bright felt the university should provide 
scholarships to all the males that participate in the learning community to help assist with 
retention efforts. Additionally, Mr. Only stated, “Black Fraternities engagement must 
increase to enhance peer relationships and provide relevant mentoring programs”. 
Additionally, Mr. Only felt that faculty and staff could do a better job with “engaging 
Black males on campus to help with the retention efforts”. Overall, the faculty 
participants felt, mentoring, financial resources and faculty/staff support all effect Black 
male retention at the selected institution. 
Conclusion 
The case study design was the best approach to identifying the possible factors 
associated with the retention and persistence of minority male learning community 
participants. Subjects selected for this case were selected through purposeful sampling 
and a criterion that aligned with the unique qualifications of the selected university. This 
approach included collecting data from ten participants (faculty, staff and students) of the 
minority male learning community. One-on-one interviews were conducted upon the 
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receipt of the IRB approval letter. Two research questions set the framework for this 
qualitative case study:  
RQ1: What do Black male learning community participants perceive to be a major 
influence on their decision to remain at the selected institution after their first year? 
RQ 2: What do faculty and staff perceive to be a major influence on the retention 
of minority male learning community participants? 
Interviews conducted with students, faculty and staff at the institution helped to 
address the two research questions presented in this case. In response to the first research 
question, faculty/staff participants asserted that male faculty/staff engagement through 
mentorship, overall faculty/staff support, and financial resources have an impact on male 
retention. In response to the second research question, the student participants felt that a 
small class environment, faculty/staff support, and a brotherhood bond made between 
them and their peers was essential to Black male retention. In essence, both the students 
and faculty/staff believe that an increase in student engagement with faculty/staff 
members at the university can influence retention. This engagement can be amongst each 
other and with faculty/staff. As Tinto (1993) asserts, when students are engaged with the 
culture of the institution their chances of being retained will increase. Furthermore, this 
concept of retention starts in the classroom, the one place where the institution has the 
closest connection to the student (Tinto, 2000).  
The following section, the project will outline a proposed professional 
development training program designed to help increase the retention of Black males on 
the campus through increased faculty/staff support and mentorship. This project may 
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bring a new perspective on the idea of minority male retention and provide university 
officials with qualitative data that can be utilized to increase retention. 
66 
 
Section 3: The Project 
Student retention continues to be a focus of institutional strategies in the 21st 
century (White-McNeil, 2016). The purpose of this study was to examine the lived 
experiences of learning community participants and discover what faculty and staff 
perceived to be a major influence on the retention of this population. The results of the 
project study revealed that most learning community participants returned to the 
institution based on faculty/staff support and a brotherhood bond with their peers. Faculty 
and staff reported that the institution could retain more minority male students if 
faculty/staff engagement and male mentorship beyond the learning community were 
increased. The project resulting from this study was a 3-day professional development 
workshop on effective minority male mentoring strategies for faculty/staff at the selected 
institution. This project may provide a new perspective on minority male student 
retention and may provide university officials with strategies that can be used to increase 
retention. In Section 3, I describe the project, the goals of the project, a rationale for the 
project, a literature review, and the implementation plan for the project. 
Description and Goals 
The results from analysis of the student and faculty/staff interviews yielded five 
themes: college selection, college perception, learning community experience, Black 
male retention, and Black male mentorship. Findings indicated that male faculty at the 
university would benefit from a 3-day professional development training. This session 
would inform male faculty/staff members how to effectively retain and mentor Black 
male students. The strategies presented in this project may help the faculty and staff 
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members at the university understand the importance of identifying the needs and 
challenges of Black male students and what can be done to increase their retention.  
Furthermore, the results revealed a need for faculty to increase engagement with 
this population across the campus and not just within the learning community. The 
professional development-training program is titled Increasing Black Male Retention: 
Effective Mentoring Strategies. The primary goal of this training is to inspire male 
faculty members beyond the learning community to engage with male students and 
motivate them to complete college. This presentation includes a PowerPoint to illustrate 
best practices for retaining and mentoring Black male students.  
Professional development is designed to enhance educators’ knowledge and equip 
them with the skills, strategies, and tools needed to motivate and engage with students 
(Edmonds, 2016; Kennedy, 2010). The 3-day professional training for faculty at the 
selected institution will include strategies for retaining and mentoring Black male 
students at the university. This professional training may help raise campus-wide 
awareness of the need for male faculty and staff to engage with the Black male student 
population. The first day of the training will focus on the challenges that Black male 
students face in higher education and how those issues manifest at the selected institution. 
Day 2 of the training will consist of defining retention and its importance and explaining 
how faculty and staff can improve Black male student retention at the institution. Faculty 
and staff will be introduced to current learning community faculty to share their stories 
and what they have done to make a difference in the lives of their learning community 
participants. Day 3 will address mentoring strategies, student and faculty engagement, 
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professional practice techniques such as active learning, and motivation for using the 
tools presented throughout the 3-days conference.  
The professional development training will inform and educate the participants 
regarding methods that can be used to create change at the institution. This project may 
help raise awareness of the importance of retaining and mentoring Black male students at 
the university. The goals of this training are to increase faculty/staff knowledge of Black 
male retention issues, encourage faculty/staff and student engagement, and emphasize the 
importance of mentorship and motivating students to finish college. The learning 
outcomes for the 3-day professional development training include the following: 
 Participants will be informed of the challenges that Black male students 
encounter in higher education. 
 Participants will define retention and articulate its importance within higher 
education and at the selected institution. 
 Participants will use the information learned in the professional training and 
implement it in their practice.  
 Participants will acquire an increased knowledge of mentorship strategies. 
 Participants will learn how to encourage and motivate students to have 
success at the institution. 
 Participants will learn how to connect students with additional resources on 
campus that foster retention.  
 Participants will learn how to increase student and faculty engagement. 
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 Participants will learn to development meaningful mentee and mentor 
relationships.  
With faculty and staff participants successfully achieving these outcomes, the retention of 
Black male students at the university may increase along with graduation rates. The 
training may also promote an increase in student engagement and the expansion of 
intentional Black male initiatives on campus. 
Rationale 
Well-designed professional development is an essential component of a 
comprehensive system of teaching and learning that supports students to develop the 
knowledge, skills, and competencies they need to thrive in the 21st century (Darling-
Hammond, Hyler, & Gardner, 2017). The professional development training in the 
current study was designed to address challenges with Black male student retention at the 
university and increase mentoring opportunities for Black male students. This 
professional development training is designed to benefit the faculty and the students 
whom they have been charged to educate.  
Effective professional development involves teachers as learners and as teachers 
and allows them to struggle with the uncertainties that accompany their roles (Darling-
Hammond & McLaughlin, 1995; Torff, 2017). I chose to design a professional 
development training to increase retention and mentorship at the selected institution to 
provide professors with an opportunity to learn as well as implement their strategies in a 
short period of time (see Davis, 2015). The research problem will be addressed through 
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the professional development training by offering recommendations on increasing student 
retention and faculty/staff mentorship practices.  
This project may provide a solution to the problem because it requires faculty to 
engage with the presenter and use the resources presented during the training for 
implementation. Davis (2015) asserted that an effective professional development 
training session must have a long-term focus and fit within the vision of the institution. 
This professional training session is a step toward ensuring increased retention and 
increased male faculty-student engagement well into the future. 
Review of the Literature  
The literature review was conducted to identify ways in which faculty-student 
engagement and mentorship can be enhanced to improve retention rates at the selected 
institution. The database searches included ERIC, ProQuest, and EBSCOhost. I also used 
the Google Scholar search engine. The search terms used were professional development, 
Black male mentoring, Black male retention, faculty/staff support and student 
engagement, faculty retention efforts, retention, and mentoring. After reviewing scholarly 
journals, articles, books, and data reports that supported the literature review and findings 
from the research, I identified three themes: male empowerment and support, benefits of 
mentoring, and the impact of faculty on retention. Literature on faculty professional 
development was limited, and most articles emphasized  The themes highlighted in this 
literature review related to findings from this case study. The professional development 
training is designed to provide participants with the necessary tools needed to ensure 
students are retained at the university and graduate. The primary objective was to explore 
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ways in which the university could increase the retention of Black male students through 
faculty/staff support and mentorship. 
Male Empowerment and Support 
The process of transitioning from high school to college can be a challenge for 
first generation students because of personal, family, academic, and social adjustment 
issues (Edmonds, 2016; Turner & Thompson, 2014). Institutions that primarily serve first 
generation students such as HBCUs have a responsibility to identify the needs of their 
student population and provide resources that can help students succeed. Because of 
limited financial resources, institutions sometimes struggle to meet the needs of their 
students. Over the years, HBCUs have been plagued with financial issues that in some 
instances have stemmed from their commitment to serving disadvantaged students and a 
history of underfunding and discrimination (Gasman, 2009). Gasman (2009) asserted that 
tightening budgets and low enrollments have forced some HBCU leaders to take drastic 
steps to keep their institutions vibrant or in some cases afloat. Despite the struggles these 
institutions have encountered in recent years, they still play a significant role in the 
education of Black male students.  
A key element to Black male student success at these institutions of higher 
learning is the faculty’s ability to identify the needs of their students and increase 
engagement. Research on the subject suggested that social support is a necessity for first-
generation college students, peer support is essential for college success, family support 
effects college attendance and success, and mentoring is vital to college success as well 
(Gibbons & Woodside, 2014; Edmonds, 2016). Woelk and Weeks (2010) also agreed that 
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student engagement can significantly influence student learning and growth through 
various resources offered at the institution. Counseling services, mentoring, learning 
communities, career services and spiritual communities are all resources that can help 
increase student engagement with the overall campus community. With an increase in 
engagement and social support retention and graduation rates can potentially improve.  
The needs of Black male students can easily be identified when faculty, staff and 
other university officials intentionally engage in conversation and develop meaningful 
relationships with them. For example, Hinton (2014) believed that any activity that can 
help students scale up their relationship with faculty/staff such as seeking advice and 
socializing with them outside of normal class time can positively affect the retention of 
Black males. This concept even extends to peer-to-peer relationships as well. When 
students build relationships with their peers from diverse backgrounds and characteristics 
it allows them an opportunity to connect with the culture of an institution. Furthermore, 
these non-academic factors help enhance opportunities for the student and faculty/staff 
build a rapport based on trust and respect that can yield an increase in student success 
outcomes (Hughey, 2011; Edmonds 2016).  
Institutions of higher learning in America are constantly evolving and 
transforming to align with federal reporting guidelines. With these changes, it has 
become increasingly important that universities do all they can to engage, retain and 
graduate their students. According to Farmer and Hope (2015), retention and graduation 
rates are major factors contributing to an institution’s reliability and financial stability. 
All colleges and universities across the nation have been mandated by both the federal 
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and local/state governments to produce graduation data that confirms the academic 
success of its students (Farmer & Hope, 2015). In many instances, this data can either 
make or break the reputation of a university and can cause the institution to lose much 
needed funding. Therefore, Black male student engagement and support remains essential 
to the sustainability of post-secondary institutions. 
Benefits of Mentoring 
Many schools understand the implications of a successful retention rate and 
graduation rate, but more specifically, HBCUs understand the importance of the numbers. 
According to Robinson (2014) the troubled status of Black male students in higher 
education has garnered tremendous attention at national conferences, in the media and 
scholarly journals over the past 20 years. As a result, researchers revealed the complex 
issues that this population faces.  Educators, administrators, and policy makers have 
grappled with the question of what must be done to improve Black male student success 
(Robinson, 2014). Faculty and staff interviewed for this doctoral study all mentioned the 
importance of mentoring Black male college students.  
The university selected for this study started a Black male student initiative 
program to aid with increasing retention at the university.  However, it does not have a 
component that assigns faculty to mentor and encourage student persistence and 
academic achievement. When institutions provide mentoring programs, they create an 
ongoing collaboration with faculty, staff, and students, which incorporates teaching and 
learning (Corso & Devine, 2013). Mentoring programs help students with career choices, 
makes them confident in their capabilities, and provides role models that can give 
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mentees a perspective of what the future holds (Poor & Brown, 2013; Edmonds, 2016). 
The potential for retention and graduation rates continue to improve and provide long-
lasting positive impacts on the institution.  
Evans and Forbes (2012), defined mentoring as the process by which the mentor 
transfers their experiences and knowledge to the mentee and it facilitates development 
and empowerment. The benefits of a mentoring program for faculty to students can assist 
with helping students engage with the university culture and connect with the institution. 
Research suggests that mentoring increases student persistence, enhances a commitment 
with the university, and has an impact on degree completion (Hu & Ma, 2010; Edmonds, 
2016). Mentors provide many levels of support, such as academic advising, life coaching, 
counseling, personal resources, and friendship to assist to improve their mentees personal 
and social development. Mentors also tend to focus on making life better and more 
productive for mentees. Gibson (2014) confirmed that African American males who 
received mentoring remained on campus, gained improvement in self-esteem, and stood a 
greater chance of facing the challenges of college life. 
Faculty Impact on Student Retention 
In recent years, there has been a demand for universities to become more 
customer sensitive, to cater to the needs of non-traditional students, to seek out new 
sources of funding, and to respond to new competition (Tierany, 2004; Holmes, 2015). 
Furthermore, the value of an undergraduate education in the past decade received and 
continues to receive scrutiny by various stakeholders within the higher education 
community (Umbach & Wawrzynski, 2005; Vogt, 2016). The demands to show that a 
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university is successful based upon reported retention numbers and graduation rates 
means colleges have a greater responsibility to make good strategic plans that can 
accommodate students and preserve the institution well into the future (Tierany, 2004: 
Holmes, 2015).  
The strategic plans may include retention strategies that include better and more 
frequent advising, an improved chance for academic success within the first year, more 
active experiential instruction, more informed career planning, and improved social 
acclimation (Raelin, 2014; Edmonds, 2016). Research showed that faculty have a role in 
retaining students primarily because of their interactions with them in the classroom. 
Umbach and Wawrzynski (2005) discovered positive student gains with faculty that 
frequently interacted with students related to courses, both first-year and senior students 
reported greater gains in personal/social development, general education knowledge, and 
practical competencies. Additionally, the college campuses where faculty employed 
active collaborative learning techniques had students who were more engaged (Umbach 
& Wawrzynski, 2005; Vogt, 2016). According to Tinto (1993) when students are 
engaged with the academic culture of the institution, they have an increased chance in 
being retained and persisting on towards graduation.  
Some research points to faculty training and development as tools for ensuring students 
have success in college. The primary goal of professional development and training is to 
enhance the educators’ knowledge and equip them with the skills, strategies and tools 
needed to respond to students in the aspect of motivation and engagement (Kennedy, 
2010; Edmonds, 2016). Some studies suggest that students can sense when their 
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professors are not fulfilling the learning process in the classroom (Edmonds, 2016; 
Kennedy, 2010). When a student believes they are receiving a quality education from 
their university, the chances of them persisting increase. However, if a student does not 
believe they are getting a quality education, they may look to seek an educational 
opportunity at another institution, which in turn affects retention. Overall, faculty have an 
impact on student retention and graduation rates at their university, but it is a collective 
collaborative effort that should involve all campus partners to ensure success. 
Project Implementation 
The implementation of this professional development training session will require 
the cooperation of university officials and an allotted time for the training to convene on 
the campus. The proposed implementation will take place between August and October 
of 2018. The tentative implementation time was determined based upon the start of a new 
semester at the institution, which can provide additional time for participants to plan and 
prepare for any changes if a positive response is received. The selected university for this 
case study has an institutional review board that has reviewed and approved the proposal 
for this project study. At some point, this committee may have to review the project 
outlined in this chapter for the professional development training session to take place on 
the campus. The target audience for this training will primarily be for male faculty and 
staff on the campus; however, female faculty/staff may attend as well. The goal of this 
training session is to provide faculty/staff with useful resources that they can implement 
and better serve the male population of students at the university. 
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Potential Resources and Existing Support 
The office of Black Male Initiatives, Faculty/staff and administrators will be the 
most important resources needed for this project study. This presentation will be 
delivered to all male faculty members at the university during the fall semester of 2018 if 
approved. A series of presentations will be scheduled throughout the fall semester to 
ensure that all male faculty have an opportunity to participate in a session if time permits. 
This training will require the following materials; a data projector, folders, paper, 
pen/pencil and nametags. Each participant will receive a copy of the PowerPoint 
presentation during the professional development training. The facilitator of this 
development training will present by using a PowerPoint presentation and engaging the 
participants with icebreakers to hopefully receive a positive response from faculty 
participants. The training session will be completely free, the facilitator will provide all 
materials and upon completion of the program, all participants will receive a certificate 
for their records. The facilitator will clearly explain the concepts of retention, Black 
males and mentorship during the presentation. 
Potential Barriers 
The primary barrier for implementing this project effectively would be a lack of 
support from university officials and no buy-in from male faculty members. However, the 
researcher plans to meet with university administrators and share my findings with the 
hopes that they will embrace the data presented and allow me to present to male faculty 
members at the selected institution. If the barriers are removed, then male faculty 
members will receive a professional development training notification in their email, by 
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phone and a letter delivered to their office. All the potential participants will be required 
to RSVP for the training to ensure that the proper accommodations are made, and 
resources are available for the session. Although the results presented in section two of 
this doctoral study show a need for training, some male faculty may not be willing to 
participate. I will seek approval from the university. I will request a meeting with the 
provost and university president to request the training be made mandatory for all male 
faculty members. 
Proposal for Implementation Timetable 
The professional development training session will be presented to male faculty 
members at the selected institution during the fall 2018 semester. The initial proposal for 
this doctoral study was approved by the university institutional review board. Based upon 
the response of faculty and university officials to the training, additional sessions will be 
offered in the spring of 2019 to accommodate additional participants. This professional 
development program is intended to primarily apply to male faculty members, however 
female faculty members are allowed to attend if they so choose. I would also like for 
faculty that participated in the fall session to collaborate and share their stories after 
implementing the strategies presented in the training with those who will potentially 
participate in the spring of 2019. In the summer of 2019, once all training sessions have 
been completed, the facilitator will meet with University officials and faculty to see if the 




Roles and Responsibilities 
As a scholar-practitioner, it is my role to present the results of this doctoral study 
to university officials and equip faculty with the necessary resources needed to improve 
retention at the selected institution. The role of the faculty participants would be to attend 
the sessions, engage in the training exercises, and apply some of the resources to their 
daily interactions with their male students. Additionally, the faculty members should be 
able to demonstrate to his students what was learned during the professional development 
training in relation to increasing faculty/staff and student engagement through 
mentorship. The training resources and information will be available for future references 
for faculty even after the presentations are completed by contacting the facilitator for 
support by phone or email. My final role is to develop, implement and facilitate the 
professional development-training program for the selected institution to increase 
retention and male student engagement. 
Project Evaluation Plan 
The evaluation of professional development programs is essential to providing the 
researcher with evidence of weather the program added value to the overall retention goal 
of the university and confirm if the learning outcomes were achieved as well (Treat, 
2009; Edmonds, 2016). Gusky (2017) asserts that the evaluation process is relatively 
simple, and it begins with answering three essential questions: 1. What do we want to 
accomplish? 2. How will we know it if we do? And 3. What else might happen, good or 
bad? When designing this program these three questions remained at the forefront of my 
planning and preparation for presenting to the faculty at the university. The goal of this 
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professional development plan is to provide faculty with knowledge on the importance of 
retention within higher education, provide mentorship strategies to increase faculty and 
male student engagement, explain the current challenges that Black male students 
encounter, and improve student retention at the institution. Furthermore, the goal of this 
project evaluation is to determine if the training session was valuable in helping faculty 
understand the needs of male students at the university and increase retention while 
keeping students engaged. Once the final training session is completed, the results of the 
professional development program will be presented to university officials to determine 
the impact of the outcomes that were established.  
At the end of the professional development training session all participants will 
receive a post-test, to evaluate the skills and knowledge they acquired from the program. 
The post-test has 10 true or false questions that participants will respond too. 
Additionally, all participants will be asked to complete a summative evaluation at the end 
of the professional development session anonymously for the facilitator. All questions 
will be in a Likert-style format, closed ended and participants will have the option to 
complete a section on the survey for additional comments. The data acquired from these 
evaluations will allow the researcher to make any necessary revisions to the training 
program and integrate any additional resources for the overall improvement and 
effectiveness of the professional development program. 
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Project Implications  
Local Community 
Today there are approximately 4,200 colleges and universities in the United 
States, Black men represent just one-third of Black students nationally (Aud, Wilkinson-
Flicker, Kristapvich, Rathbun, Wang, & Zang, 2013). Although recent research indicated 
an overall increase in college enrollment for Black male students, graduation rates are 
still significantly lower than those of Black females and White males and females (Hill & 
Boes, 2013). The research presented in this doctoral study conducted at small private 
HBCU in the southern region of the United States, revealed a need for an increase in 
faculty and student engagement through mentorship and a heightened awareness on the 
importance of retention in higher education. The project that resulted from the findings 
was a professional development training program that will be offered to male faculty at 
the institution. Social change can be improved through this project by increasing faculty 
knowledge on the subject and providing them with an opportunity implement these 
resources within their everyday interactions with students. Faculty members are central to 
the retention process, since the classroom is where success is created (Pattengale, 2010; 
O’Connor, 2017). The faculty development-training program has the potential to increase 
in the retention of Black male students at the university. 
Broader Implications 
As the institution continues to make a positive impact on the lives of its students 
through the professional development of faculty, then agents of change can be produced 
that make an impact on the local, state and national level. The project outlined in this 
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section was designed to help increase faculty knowledge on retention and encourage 
more faculty and student engagement through mentorship opportunities. When the 
students leave and share their stories with individuals in their communities, it can 
increase enrollment, retention and graduation rates at the institution. The social 
implications of an increase retention rate can be positive and shared amongst faculty, 
staff, students and administrators at the university. Essentially, the professional 
development training is about building relationships between faculty and male students to 
set a foundation for student retention and engagement at the university. The faculty 
development program will be useful to the participants at the institution by providing 
them with a variety of resources needed to improve the retention of male students. 
Conclusion 
In section 3 of this project study, I provided a description of a professional 
development-training program that was designed to set the foundation for increasing 
retention and student engagement through mentorship at the selected institution. 
Additionally, an extensive review of the literature was conducted, potential resources and 
support were described, implementation plans were outlined with roles and 
responsibilities, barriers were presented, and an evaluation plan introduced. I received 
approval for the proposed professional development training. I concluded this section 
with implications for social change. Although this study is designed for a university in 
the southern region of the United States, it can potentially be used at other universities 
seeking to improve their Black male retention rates. In section 4, I outline my final 
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Section 4: Reflections and Conclusions 
The purpose of this project study was to examine the lived experiences of learning 
community participants at a private HBCU in the southern region of the United States. I 
interviewed six students, two faculty, and two staff members at the university to discover 
their perceptions of factors affecting retention at the selected institution. As a minority 
male working in higher education, I was inspired to find ways to enhance retention and 
graduation rates of this population. The research questions that guided this study were: 
1. What do Black male learning community participants perceive to be a major 
influence on their decision to remain at the selected institution after their first 
year? 
2. What do faculty and staff perceive to be a major influence on the retention of 
minority male learning community participants?  
The data obtained from face-to-face interviews and related documents helped me design a 
professional development-training program. The primary goals of the professional 
development training are to educate participants and provide them with resources that can 
be beneficial for increasing retention and graduate rates at the institution. 
Project Strengths 
The project that resulted from this qualitative case study was a professional 
development training program. The training is designed to enhance educators’ knowledge 
and equip them with the skills, strategies, and tools needed to motivate and engage 
students (Edmonds, 2016; Kennedy, 2010). Research suggested that an increase in 
faculty/staff engagement at a university can increase retention (Edmonds, 2016). This 
85 
 
professional development training was designed based on the responses of faculty/staff 
and student participants during separate face-to-face interviews. Their perceptions on 
student retention were essential to developing the project to address the issue of retention 
at the selected institution. This project added to the literature on Black male student 
retention in institutions of higher learning. This study was intended to further the 
conversation on Black male student retention in higher education. This project may 
provide only a fraction of what is needed to increase Black male student retention, but 
this project is adaptable and cost efficient for universities looking to solve retention 
issues with their minority male student population. Universities may replicate, revise, and 
model the program based on the needs of their institution.  
Project Limitations 
The project had several strengths; however, limitations were present. One of the 
first limitations was the sample size and setting. The sample size was relatively small in 
comparison to the overall male population at the institution. I collected data from six 
students and four faculty/staff members in a gender-specific learning community. 
Generalizing results to the institution and other HBCUs may be difficult. This project was 
also limited to a private HBCU, and findings may not be generalizable to public HBCUs. 
Additional research at minority-serving institutions may mitigate these limitations and 






Project Development, and Leadership and Change 
Scholarship 
I never thought I would have an opportunity as a minority man in the United 
States to complete a doctoral program. My concept of scholarship was based on academic 
achievement in a basic format that was centered on my ability to maintain a high-grade 
point average. Through my experience with conducting this qualitative research and 
enduring the journey of completing this degree, I have learned that scholarship transcends 
the concept of maintaining good grades. Scholarship is the ability to persevere through 
the many challenges that may present during the journey. Scholarship is the ability to stay 
focused on a goal and persist with resilience until the goal is achieved. 
As an educator, I learned that everything I thought I knew about writing and 
research from my experiences in undergraduate and graduate school were no comparison 
to the difficulty of doctoral research and writing. Completing this study has made me 
more conscious of what I write and the evidence that I use to support my claims. Doctoral 
research and writing are essential to scholarship because they have the potential to create 
change and inspire success for a specific organization and for the researcher.  
This journey has also taught me many other skills that will be useful for my future 
in higher educational leadership. I learned the importance of patience, time management, 
prioritizing, planning, goal setting, and most importantly discipline. As a father, 
professional, pastor, mentor, and community leader, I had to be intentional about writing 
and answering my research questions. When my IRB approval came, and I was able to 
answer my research questions through analysis of the qualitative data, I was elated. I 
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realized at that moment I was one step closer to making a positive impact on the lives of 
students, faculty, and staff at the selected institution.  
Overall, this doctoral study has provided me with a variety of tools that I can use 
to create change in higher education. This journey for social change does not stop here; I 
plan to continue researching because of this scholarship experience. 
Project Development  
The process of developing an effective project study requires extensive research 
and time. In developing the project for this dissertation, I learned that the project must 
align with the study results and that goals and objectives must be clearly established. I 
chose to research retention for minority male students based upon my passion for Black 
male student success and working directly with Black male students in my community. 
Development for this project included interviews with faculty/staff at the university and 
former/current student learning community participants. The results of the interviews 
helped me to design a professional development program that will address challenges 
with retention at the university and aid with faculty recommendations to increase 
mentoring opportunities for Black male students. 
As I developed this project, I considered literature on the subject and remained 
open to other project options that could possibly address the problem. However, the 
professional development training program seemed to be the best option for the selected 
institution based on the study results. Hopefully, the university will accept my proposal 
and use my professional development training to help with retention efforts. This 
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development training can be used at other institutions of higher learning and revised as 
needed for continuous learning.  
This project study required a lot of time and effort from start to finish. To evaluate 
the program’s success or failure, I included an evaluation at the end of the professional 
training for participant feedback. This evaluation was created to identify the knowledge 
that was acquired based on participation in the program and suggestions for changes or 
modifications for future professional development.   
Leadership  
The journey toward earning my doctorate in higher education leadership has 
transformed me in many ways. I have established confidence in my ability to identify 
organizational issues, design a program that can address the issues, and create positive 
change within higher education. This experience has allowed me to focus on career 
opportunities and possibilities within higher education that I had never imagined. During 
this process, I learned that great leaders learn from those who have experience and listen 
when recommendations are offered for support. I learned that my committee chair and 
members were here to support me and provide the flexibility to discover my hidden 
leadership abilities.  
Professionally, this process has taught me to communicate more effectively and 
set career goals. My research, critical thinking, and problem-solving skills were 
enhanced, and I became more confident in my ability to create change within my 
organization. Because of my enhanced communication skills, my network with others in 
education has expanded. I have traveled to conferences and spoken with other 
89 
 
professionals in higher education leadership. Emerging leadership qualities have helped 
me transform as a leader and excel in my career.  
As a descendant of former slaves in the United States, the son of a single parent, 
and a person whom statistics suggest should not have a degree, I want to inspire 
individuals like me to dream big and know that all things are possible if they believe. I 
want to motivate and encourage nontraditional students to know that with hard work and 
dedication their visions can become a reality. I  learned through this process that 
leadership is about being a positive example for others, overcoming trials, and providing 
resources to those in need. 
Reflective Analysis of Personal Growth  
Analysis of Self as Scholar. As I consider my development as a scholar, I can 
truly say that I have learned various things that have significantly impacted all areas of 
my life. I have improved my critical thinking, problem solving, research and networking 
skills. This project study revealed to me the importance of thinking out of the box and 
being innovative when it comes to resolving issues that affect social change. As a scholar, 
I had to read, review, analyze and summarize resources to create an extensive literature 
review on the topic.  
While on this journey, I also gained a greater appreciation for my profession and 
the work I do as an educator. I learned that you must be passionate about your study if 
you plan to be effective in your position and create positive change within society. By 
conducting a qualitative case study, I was able to gain an in-depth perspective on my 
topic, which expanded my love for research. As a scholar, I believe that I am better 
90 
 
equipped with the tools that are necessary to continuously provide success to those who 
desire it. Overall, I feel that this process was exactly what I needed to catapult me into 
my divine destiny as leader within higher education. 
Analysis of self as a practitioner. As a practitioner, I have learned that my 
effectiveness is predicated upon my ability to remain a lifelong learner and willingness to 
support others. True practitioners are anxious about sharing the knowledge they have 
acquired with those who can benefit from it while effectively creating change. This 
change is not limited to me individually, but to those who I am connected with in my 
organization and community. During this process, I had to research online, create a 
project proposal, produce scholarly writing to inform future research on the topic and 
receive constructive criticism. Prior to finishing this doctoral study, I was not confident in 
my skills or abilities as a leader in higher education. Through this journey, I have gained 
skills, knowledge and other resources that make me a qualified and capable leader within 
higher education.  
Analysis of self as a project developer. Over the years, I have participated in 
various faculty development workshops, but it was not until I started this journey at 
Walden University that I was able to create a training session. As I reflect on this 
experience, I had no idea I could do it, but with the help of God and scholars I was 
encouraged to press forward and complete the project. After completing the development 
program, I was elated and anxious to do more. When you are passionate about something 
you can talk about it any moment and at any time. This was the case for me as I 
developed the format and implementation proposal for the development training.  
91 
 
I wanted to make sure that this project was engaging and practical for the 
participants to acquire useful knowledge and apply it for immediate results. It took some 
time to plan the overall project, but I learned the importance of planning, thoughtful 
analysis and creating evaluation methods for the project to determine its success or 
failure.  
Reflection on Importance of the Work and Potential for Social Change 
This project will impact social change at the selected institution and others across 
the country due to the importance of retention in higher education and the constant need 
for improvement. The increase in literature on the retention of minority male students 
warrants the necessity for projects such as this. Social change can be accomplished 
through this project by increasing faculty knowledge on the subject and providing them 
with an opportunity implement what they have learned in their everyday interactions with 
students.  
While creating the professional development training, other universities were 
considered as well. This project can be revised and reformatted to accommodate other 
institutions that struggle with retention. The wealth of knowledge gained from the insight 
of interview participants and current literature on the subject helped to guide the 
framework for my project. Social change is possible if the university approves the model, 
participants utilize the resources presented and complete the professional development 
evaluations. Overall, the goal of this project is to create positive social change that 
impacts retention and increases faculty student engagement. 
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Implications, Applications, and Directions for Future Research 
The purpose of this qualitative case study was to examine the lived experiences of 
learning community participants and discover what faculty/staff perceive to be a major 
influence on the retention of this population. After conducting face-to-face  
semi-structured interviews with six student participants and four faculty/staff, participants 
the results yielded a need for more male faculty engagement through mentorship with 
students. The results from the study led to several possible implications, including the 
creation of a professional development-training program for male faculty. This program 
was designed to provide male faculty at the university with resources that could be useful 
for increased student engagement, mentorship and retention. Another possible 
implication would be the application of the project to other student populations besides 
Black males on the campus. If the project is successful upon implementation at the 
selected institution and the evaluations reveal a higher retention rate, the university could 
apply the design to other student populations on the campus.  
The creation of other professional development training programs like this one 
could have a positive impact on the field of higher education. Additionally, this project 
could be beneficial with providing resources for other institutions seeking to improve 
retention rates and increase faculty and student engagement through mentorship. 
Furthermore, I strongly believe this solution can be replicated and used nationally to 
create social change within higher education. Although the research on this project is 
growing more studies can be conducted to strengthen the necessity and effectiveness of 
the model within higher education.  
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A follow-up study can be conducted after the completion and evaluation of the 
professional development training. This additional study may prove to be very insightful 
and helpful for university officials and others within the realm of higher education. In this 
follow-up study participants of the professional development training can be utilized, 
retention data can be compared from one year to the next, and feedback from students can 
generate data to reveal the effectiveness or ineffectiveness of the training outcomes. 
Overall, the more research on the topic and the more feedback from key stakeholders will 
determine the true impact of this project. 
Conclusion 
In section 4 of this doctoral study, I outlined the strengths of this project, and 
analyzed my growth as a scholar, leader and developer. The chapter presented possible 
limitations to the study, recommendations and its potential to impact social change within 
higher education. Additionally, I shared the possible implications, applications and 
directions for future research on the topic.  
The overall goal of this doctoral study was to gain a better understanding of the 
perceptions that students, faculty and staff perceived to influence the retention of Black 
male students at a private HBCU in the southern region of the United States. My passion 
for minority male and non-traditional student success fueled my desire to find a possible 
solution to the issue at the selected institution. The project that was created based upon 
the results of face-to-face interviews was a professional development-training program 
designed to educate, inform and motivate participants to be intentional about faculty and 
student engagement to improve retention. This program will be valuable and add to the 
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various studies on the subject. Overall, this doctoral journey has been rewarding and 





Abbott, S., Guisbond, L., Levy, J., & Sommerfeld, M. (2014). The glossary of education 
reform. Retrieved from http://greatschoolspartnership.org 
Aceves, M. J., Hinshaw, S. P., Mendoza-Denton, R., & Page-Gould, E. (2010). Seek help 
from teachers or fight back? Student perceptions of teachers’ actions during 
conflicts and responses to peer victimization. Journal of Youth & Adolescence, 
39(6), 658-669. doi:10.1007/s10964-009-9441-9. 
Al Yalaylah, S., Al-Shehhi, M., Al Khateri, A., Al Naqbi, M., & Al Oraimi, S. (2016). 
Different organization culture. Cross-Cultural Communication, 12(1), 44-51. 
 DOI: 10.2968/8113 
Anthony, T. D., Kritsonis, W. A., & Herrington, D. (2007). National cry for help: 
Psychosocial issues as they relate to education; a realistic approach to 
understanding and coping with the African American males.   Retrieved from 
http://eric.ed.gov/?id=ED495296 
Arthur, C. L. (2016). Minority initiatives and the engagement experiences of Black male 
college students (Doctoral dissertation). Retrieved from 
http://scholarworks@waldenu.edu/dissertations  
 Aud, S., Wilkinson-Flicker, S., Kristpvich, P., Rathbun, A., Wang, X., & Zang, J. 
(2013). The condition of education in 2013 (NCES-2013-037). Washington, D.C.: 
Department of Education, National Center for Education Statistics. Retrieved 
from http://nces.edu.gov/pubs2013/2013037 
Avruch, K. (1998). Culture and conflict resolution. [Google ebook]. Washington, DC:  
96 
 
U.S. Institute of Peace. Retrieved from 
http://books.google.com/books?isbn=1878379828 
Avruch, K. (2015). Context and pretext in conflict resolution: Culture, identity, power, 
and practice. Peace Review, 27(1), 108-110. 
DOI:10.1080/10402659.2015.1000202 
Balfanz, R., Bridgeland, J. M., Fox, J. H., DePaoli, J. L., Ingram, E. S., & Maushard, M. 
(2014). Building a grad nation: Progress and challenge in ending the high school 
dropout epidemic. Annual Update 2014. Retrieved from http://edweek.org 
Baxter, P., & Jack, S. (2008). Qualitative case study methodology: Study design and 
implementation for novice researchers.  Qualitative Report, 13(4), 544-559. 
Retrieved from http://nsuworks.nova.edu 
Bennett, M., Bormann, L., Lovan, S., & Cobb, B. (2016). Preadmission predictors of 
student success in a baccalaureate of science in nursing program. Journal of 
Nursing Regulation, 7(3), 11-18. DOI: 10.1016 
Bentley-Edwards, K. L., & Chapman-Hilliard, C. (2015). Doing race in different places: 
Black racial cohesion on Black and White college campuses. Journal of Diversity 
in Higher Education, 8(1), 43. DOI: 10.1037 
Berliner, D. (2006). Our impoverished view of educational reform. Teachers College 
Record, 108, 949-995.  Retrieved from http://nepc.colorado.edu 
Bielaczyc, K., & Collins, A. (1999). Learning communities in classrooms: A  
97 
 
reconceptualization of educational practice. Instructional-Design Theories and 
Models: A New Paradigm of Instructional Theory, 2, 269-292. Retrieved from 
http://semanticscholar.org 
Black Male Education Research Collection. (n.d.). Black Male Research from the 
Nation’s Top Scholars. Retrieved from http://diversity.utexas.edu 
Boyle, C., Topping, K., & Jindal-Snape, D. (2013). Teachers’ attitudes towards inclusion 
in high schools. Teachers and Teaching, 19(5), 527-542.  DOI:10.1080.13540602 
Brock, T. (2010). Young adults and higher education: Barriers and breakthroughs to 
success.  Future of Children, 20(1), 109-132. http://ncbi.nlm.nih.gov 
Brown, L. B., & Dancy, T. E., & Davis, J. E. (2012). Educating African American males: 
The contexts for consideration and the possibilities for practice. Counterparts: 
Studies in the postmodern theory of education. New York: Peter Lang 
Brown, S., & Smith, B. (2013). Research, teaching and learning in higher education. 
New York, New York: Routledge. 
Bragg, D. D., & Durham, B. (2012). Perspectives on access and equity in the era of 
(community) college completion. Community College Review, 40(2), 106-125.  
 DOI: 10.1177/0091552444724 
Casserly, M. (2010). A call for change: The social educational factors contributing to the 




Cody, B. L. (2014). The mediating and moderating role of student-professor interaction 
on the relationship between cultural mistrust and academic self-concept among 
African American college students (Doctoral dissertation). Retrieved from  
 http://repositories.lib.utexas.edu 
Corso, J.,& Devine, J.(013). Student technology mentors: a community college success  
story. The Community College Enterprise, 19 (2), 9.  Retrieved from 
http://www.questia.com/library/journal/1G1-355938757 
Creswell, J. (2009). Research design: Qualitative, quantitative, and mixed methods  
approaches (3rd ed.). Thousand Oaks, CA: Sage Publications. 
Creswell, J. (2012). Educational research: Planning, conducting, and evaluating 
quantitative and qualitative research (4th ed.). Boston, MA: Pearson Education, 
Inc. 
Cross, K. P. (1998). Why learning communities? Why now. About Campus,3(3), 4-11. 
DOI: 10.1177/10868229800300303 
Cross, T., & Slater, R. B. (2004). The persisting racial gap in college student graduation     
rates. Journal of Blacks in Higher Education, 45, 77-85. Retrieved from 
http://jbhe.org 
Cohen, A. M., & Kisker, C. B. (2010). The shaping of American higher education: 
Emergence and growth of the contemporary system. San Francisco, CA: John 
Wiley & Sons. 
Constable, R. T., & Lee, D. B. (2004). Social work with families: Content and process.  
Oxford: Oxford University Press 
99 
 
Costner, K. L., Daniels, K., and Clark, M. T. (2010). The struggle will not continue: An  
examination of faculty attitudes toward teaching African American students. 
Journal of Black Studies, 41(1) 40-55. Retrieved from 
http://jstor.org/stable/25704093 
Davis.V. (2015). 8 top tips for highly effective PD. Retrieved from  
https://www.edutopia.org/blog/top-tips-highly-effective-pd-vicki-davis 
Darling-Hammond, L., Hyler, M. E., & Gardner, M. (2017). Effective Teacher  
Professional Development. Retrieved from http://learningpolicyinstitute.org 
Darling-Hammond, L., & McLaughlin, M. W. (1995). Policies that support professional  
development in an era of reform. Phi delta kappan, 76(8), 597. OI: 
10.1177/003172110920062 
Davidson, C., & Wilson, K. (2013). Reassessing Tinto’s concepts of social and academic  
integration in student retention. Journal of College Student Retention: Research, 
Theory & Practice, 15(3), 329-346. DOI: 10.2190 
Deal, T, & Peterson, K. (1999). Shaping school culture: the heart of leadership.  
 Retrieved from http://www.nsdc.org/library/publications/jsd/peterson233.cfm  
Demetriou, C., & Schmitz-Sciborski, A. (2012). Integration, motivation, strengths and  
optimism: Retention theories past, present and future. Retrieved from 
http://senanticscholar.org 
Edmonds, A. L. (2016). The role of the faculty in retaining students (Doctoral  
Dissertation). Retrieved from scholarworks@walden.edu/dissertations 
Empey, L. T., & Lubeck, S. G. (1971). The Silverlake experiment: Testing delinquency  
100 
 
theory and community intervention. Social Work. 17(2), 115-116. DOI:10.1093 
Engstrom, C. M., & Tinto, V. (2009). Pathways to student success: The impact of  
learning communities on the success of academically under-prepared college 
students. American Journal of Educational Research, 4(19), 1289-1294.  
 DOI: 10/12691 
Evans, R.R., & Laura Forbes PHD, M. C.H.E.S. (2012). Mentoring the ‘net generation’:  
Faculty Perspectives in health education. College Student Journal, 46(2), 397. 
Retrieved from http://eric.ed.gov 
Ezeala-Harrison, F. (2014). Male-female student retention in HBCUs: A comparative  
analysis of sample data across five colleges. Research in Higher Education. 
 Retrieved from http://eric.ed.gov 
Fain, P. (Ed.). (2014). Clearinghouse study finds declining student persistence rates |  
Inside Higher Ed. Retrieved from 
https://www.insidehighered.com/news/2014/07/10/clearinghouse-study-finds-
declining-student-persistence-rates 
Farmer, E. D., & Hope, W. C. (2015). Factors that influence African American male  
retention and graduation The case of gateway university, a historically Black 
college and university. Journal of College Student Retention: Research, Theory & 
Practice, 17(1), 2-17. DOI: 10.1177/1521025115571074   




classroom. Retrieved from: 
http://sanfrancisco.cbslocal.com/2014/04/10/troubling-statistics-for-african-
american-males-in-the-classroom/ 
Fisher, R. A. (2015). Black male student success in US higher education: lessons from  
the institute for responsible citizenship. Retrieved from http://scholar.utc.edu 
Fletcher, C. (2013). Should you attend a historically Black college? Retrieved from  
http://www.campusexplorer.com/college-advice-tips/0F91182C/Should-You 
Attend-a-Historically-Black-College 
Ford, D. Y., & Helms, J. E. (2012). Overview and introduction: Testing and assessing  
African Americans: “Unbiased” tests are still unfair. The Journal of Negro 
Education, 81, 186-189. DOI:10.7709 
Frierson, H. T., Pearson, W., & Wyche, J. H. (2009). African American American males  
in higher education: Diminishing proportions.England: Emerald Group. 
Furr, S. R., & Elling, T. W. (2002). African-American students in a predominantly-White  
university: Factors associated with retention. College Student Journal, 36(2), 188-
203. Retrieved from http://web.b.ebscohost.com 
Gabel, K. (1995). Children of incarcerated parents. New York, NY: Lexington Books. 
Gansemer-Topf, A. M., & Tietjen, K. (2015). Assessing the ‘learning’ in learning  
communities. New directions for student services, 2015(149), 79-89. 
doi:10.1002/ss.20119 
Gasman, M. (2009). Historically Black colleges and universities in a time of economic  
crisis. Academe, 95(6), 26. Retrieved from http://www.aaup.org 
102 
 
Gibson, Y. B. (2014). The value of mentoring programs for African American male  
college students. Journal of Mason Graduate Research, 1(2), 70-82. 
 Retrieved from http://journals.gmu.edu/jmgr 
Gibbons, M.M., & Woodside, M.(2014) Addressing the needs of first generation college  
students: Lessons learned from adults from low education families. Journal of 
College Counseling,17(1) 21-36. DOI: 10.1002/j2161-1882.2014.00045.x 
Glesne, C. (2011). Becoming qualitative researchers. Boston, MA: Pearson Education. 
Green, D. (2014). Freedom schools for the twenty-first century. Western Journal of Black  
Studies, 38(3), 163-176. Retrieved from http://web.ebscohost.com 
Greenfield, G. M., Keup, J. R., & Gardner, J. N. (2013). Developing and sustaining  
successful first-year programs: A guide for practitioners. John Wiley & Sons. 
Gutman, L. M., & McLoyd, V. C. (2000). Management of their children’s education  
within the home, at school, and in the community: An examination of 
African-American families living in poverty. The Urban Review,32, 1-24. 
Guskey, T. R. (2002). Does it make a difference? Evaluating professional  
development. Educational Leadership, (6), 45. Retrieved from http://ascd.org 
Guskey, T. R. (2017). Where do you want to get to? Effective professional learning  
begins with a clear destination in mind. Learning Professional, 38(2), 32-37. 
Retrieved from http://learningforward.org 
Halcomb, E. J., & Davidson, P. M. (2006). Is verbatim transcription of interview data  
always necessary? Applied Nursing Research, 19(1), 38-42. DOI: 10.1016 
Hancock, D. R., & Algozzine, B. (2015). Doing case study research: A practical guide  
103 
 
for beginning researchers. Teachers College Press. 
Harris, A., Day, C., Hopkins, D., Hadfield, M., Hargreaves, A., & Chapman, C. (2013).  
Effective leadership for school improvement. Routledge. 
Harper, S. R. (2006). Reconceptualizing reactive policy responses to Black male college  
achievement: Implications from a national study. Focus: Magazine of the joint 
center for political and economic studies, 34 (6), 14-15.  Retrieved from 
http://asa.maricopa.edu 
Harper S. R. (2012). Black male student success in higher education. A report from the  
National Black male college achievement study. Retrieved from 
http://equity.gse.upenn.edu 
Harper, S. R., & Newman, C. B. (2016). Surprise, sensemaking, and success in the first  
college year: Black undergraduate men’s academic adjustment 
experiences. Teachers College Record. Retrieved from http://eric.ed.gov 
Hawkins, J. D., & Lishner, D. M. (1987). Schooling and delinquency. In E. Johnson  
(Ed.), Handbook on crime and delinquency prevention (pp. 179-221). Westport 
CT: Greenwood. 
Henderson, A., & Mapp, K. L. (2002). A new wave of evidence: The impact of school,  
family, and community connections on student achievement: Annual synthesis 
2002. Retrieved from http://sedl.org 
Hill, C. T., & Boes, S. R. (2013). An examination of the perceived needs and satisfaction  
of African American male initiative learning community participants at a 




Hinton, S. L. (2014). Factors that affect retention among freshman students at  
Historically Black colleges and universities (Doctoral dissertation). Retrieved 
from ProQuest (3648512) 
Hodkinson, P., & Hodkinson, H. (2001). The strengths and limitations of case study  
research. Retrieved from http://education.exeter.ac.uk/tlc/docs/publications 
Hoffman, C. M. (1996). Historically Black colleges and universities, 1976-1994.  
 Retrieved from http://nces.ed.gov/ 
Holmes, A. R. (2015). The relationship between academic self-efficacy, parental  
involvement, social support, self-esteem and depressive symptoms among African 
American male college students (Doctoral Dissertation) Retrieved from 
 http://scholarworks.waldenu.edu 
Hughey, J.K.(2011). Strategies to enhance interpersonal relations in academic advising.  
NACADA Journal, 31(2), 22-32. DOI: 10.12930/0271 
Hu, S.,& ,Ma, Y. (2010). Mentoring and student persistence in college: A study of the  
Washington state achievers program. Innovative Higher Education, 35(5), 329-
341. DOI: 10.1007/s10755-010-9147-7 
James, K., Bunch, J., & Clay-Warner, J. (2015). Perceived injustice and school violence:  
An application of general strain theory. Youth Violence and Juvenile Justice, 
13(2), 169-189. DOI: 10.1177/1541204014521251 
Kena, G., Aud, S., Johnson, F., Wang, X., Zhang, J., Rathbun, A. & Kristapovich, P.  
105 
 
(2014). The condition of education 2014. NCES 2014-083.National Center for 
Education Statistics. Retrieved from http://nces.ed.gov 
Kandiko, C. B., & Mawer, M. (2013). Student expectations and perceptions of higher  
education. London: King’s Learning Institute. Retrieved from 
http://www.kcl.ac.uk 
Kennedy, E., & Shiel, G. (2010). Raising Literacy Levels with Collaborative On-site 
 Professional Development in an Urban Disadvantaged School. The Reading 
 Teacher, 63(5). 372-383. DOI:10.1598/RT.63.5.3 
Kimonen, E., & Nevalainen, R. & Schoen, L.T.  (2017). Active Learning for Educational  
Change. In Kimonen E., Nevalainen R. (eds) Reforming Teaching and Teacher 
Education. SensePublishers., Rotterdam 
Kirsten, S., Walker, J., Laws, P., Fitzgerald, F., & Burwell, C. (2015). Inventing and  
implementing LLCs at an HBCU in one year: Lessons learned. Learning 
Communities Research and Practice, 3(2), 5. 
Lancaster, C., Lenz, A. S., Meadows, E., & Brown, K. C. (2013). Evaluation of a conflict  
resolution program for urban African American adolescent girls. Journal for 
Specialists in Group Work, 38(3), 225-240. doi:10.1080/01933922.2013.804897 
Lee, E. J. (2015). The influence of parenting behaviors and child-rearing attitudes on the  
conduct problems among juveniles in a detention center (Doctoral dissertation,  
Adler School of Professional Psychology). 
Levine, M., & Levine, A. G. (2014). Coming from behind: A historical perspective on  
106 
 
Black education and attainment. American Journal of Orthopsychiatry, 84(5), 
447.  DOI: 10.1037/h0099861 
Lewis, C. W., Hancock, S., James, M., & Larke, P. (2008). African American students  
and no child left behind legislation: Progression or digression in educational 
attainment. Multicultural Learning and Teaching, 3(2). doi:10.2202/2161-
2412.1033 
Lindqvist, G., & Nilholm, C. (2013). Making schools inclusive? Educational leaders’  
views on how to work with children in need of special support. International 
Journal of Inclusive Education, 17(1), 95-110. DOI: 10.1080/13603116.2011 
Little Known HBCU Facts [Web log post]. (2009, December 01). Retrieved May 13,  
2016, from http://africanamericanempowerment.blogspot.com/2009/12/little-
known-hbcu-facts.html 
Lodico, M. G., Spaulding, D. T., & Voegtle, K. H. (2010). Methods in educational  
research: From theory to practice (Vol. 28). John Wiley & Sons. 
MacKay, K., & Kuh, G. (1994). A comparison of student effort and educational gains of  
Caucasian and African-American students at predominantly White colleges and 
universities. Journal of College Student Development, 3j, 217-223. Retrieved 
from http://psychnet.apa.org/record/1994-46992-001 
Merriam, S. B., (2009). Qualitative research: A guide to design and implementation. John  
Wiley & Sons. 




McNeil, C. B., Capage, L. C., & Bennet, G. M. (2002). Cultural issues in the treatment of  
young African American children diagnosed with disruptive behavior disorders. 
Journal of Pediatric Psychology, 27, 339-350. doi:10.1093/jpepsy/27.4.339 
McMillan, J. (2012). Educational research: Fundamentals for the consumer (6th Ed).  
Boston, MA: Pearson Education Inc. 
Merriam, S. B. (2014). Qualitative research: A guide to design and implementation. John  
Wiley & Sons. 
More Than 4.5 Million African Americans Now Hold a Four-Year College Degree.  
(2009). Journal of Blacks in Higher Education (Theodore Cross Family 
Charitable Foundation), (64), 37-38.  Retrieved from http://jbhe.com 
Morse, R. (2013). Freshmen students say rankings aren’t key factor in college choice. US  
News. Retrieved from http://psychnet.apa.org 
Mitchell, J. A. (2015). My brother’s keeper: The counter narrative of Black men in higher  
education (Order No. 3719501). Available from ProQuest Dissertations & Theses 
Global. (1717109815). Retrieved from 
http://search.proquest.com/docview/1717109815?accountid=8596 
Musoba, G. D., Jacob, S. A., & Robinson, L. J. (2014). The institutional review board  
(IRB) and faculty: Does the IRB challenge faculty professionalism in the social 
sciences? Qualitative Report, 19, 1-14. Retrieved from 
http://www.nova.edu/ssss/QR/QR19/musoba101.pdf 




National Center for Education Statistics (2012). The condition of education 2012 (NCES  
2012-045). Retrieved from http://nces.ed.gov 
National Center for Education Statistics. (2015a). The condition of education –  
postsecondary education - completions - institutional retention and graduation 
rates for undergraduate students Retrieved from 
https://nces.ed.gov/programs/coe/indicator_cva.asp 
National Center for Education Statistics. (2015b). The integrated postsecondary  
education data system - Glossary. Retrieved from: 
https://nces.ed.gov/ipeds/glossary/index.asp?id=772 
National Center for Education Statistics. (2016). The condition of education –  
postsecondary education – undergraduate enrollment. Retrieved from: 
http://nces.ed.gov/programs/coe/indicator_cha.asp 
O’Connor, D. M. (2017). A Phenomenological Study on Academic Advising: Perspectives  
of Community College Faculty (Doctoral dissertation) Retrieved from 
http://eric.ed.gov/?id=ED577743 
Oliver, S. T. (2008). Exploring the utilization of institutional support structures by  
African American males on a predominantly White campus (Doctoral 
dissertation). Retrieved from ProQuest Dissertations and Theses database. (UMI 
No. 3308305). 
O’Neal Jr, W. B. (2013). African-American College Students: A Qualitative study of  




Osland, J.S., Kolb, D.A., Rubin, I.M., & Turner, M. E. (2007). Organizational behavior:  
 An experimental approach (8th ed). Upper Saddle River, NJ: Prentice Hall. 
Palmer, R. T., Davis, R. J., & Hilton, A. A. (2009). Exploring challenges that threaten to  
impede the academic success of academically underprepared Black males at an 
HBCU. Journal of College Student Development, 50(4), 429-445. Retrieved from 
http://muse.jhu.edu/article/270627 
Palmer, R. T., Wood, J. L., Dancy, T. E., & Strayhorn, T. L. (2014). Black male  
collegians: increasing access, retention, and persistence in higher education: 
ASHE Higher Education Report 40: 3. John Wiley & Sons. 
Paul, J. M. (2015). A study of relationships among teachers’ perceptions of principal  
leadership and teachers’ perceptions of school climate in the high school setting 
(Doctoral dissertation). Retrieved from http://scholarworks.unr.edu/handle 
Pattengale, J. (2010). What faculty members need to know about retention. Retrieved  
from https://www.baylor.edu/content/services/document.php/231350.pdf 
Pearson, M. (2012). Building bridges: Higher degree student retention and counselling  
support. Journal of Higher Education Policy and Management, 34(2), 187- 199.  
 DOI:10.1080/1360080X.2012 
Pike, G. R., Kuh, G. D., & McCormick, A. C. (2011). An investigation of the contingent 
relationships between learning community participation and student 




Polite, V. C., & Davis, J. E. (1999). African American males in school and society: 
Practices and policies. Dallas, TX: Teachers College Press. 
Powell, S. E. (2016). Faculty perceptions, attitudes, and behaviors towards educating 
African American male students (Doctoral dissertation). Retrieved from http:// 
Poor, C., Brown, S.(2013). Increasing retention of women in engineering at WSU: A  
model for a women’s mentoring program. College Student Journal, 47(3), 421-
428. Retrieved from http://eric.ed.gov 
Raelin, J. A., Bailey, M. B., Hamann, J., Pendleton, L. K., Reisberg, R., & Whitman, D.  
L. (2014). The gendered effect of cooperative education, contextual support, and 
self‐efficacy on undergraduate retention. Journal of Engineering 
Education, 103(4), 599-624. DOI: 10.1002/jee.20060 
Rawlings, L. A. (2015). Understanding the environmental contexts of boys and young  
men of color. Urban Institute. Retrieved from http://urban.org 
Ray, C. (2002). The effects of globalization on management and leadership. Retrieved  
from http://www.helium.com/items/1813111-effects-of-globalization-on-
leadership-and-management 
Robinson, E. (2014). African American males in higher education. Retrieved from:  
https://www.cambridgecollege.edu/news/african-american-males-higher-
education 
Sandeen, A., & Barr, M. J. (2014). Critical issues for student affairs: Challenges and  
opportunities. City, State: John Wiley & Sons. 
Sagy, O., Kali, Y., Tsaushu, M., & Tal, T. (2016). The Culture of learning continuum:  
111 
 
promoting internal values in higher education. Studies in Higher Education, 1-21. 
 DOI: 10.1080/03075079.2016 
Scott, J. A., Taylor, K. J., & Palmer, R. T. (2013). Challenges to success in higher  
education: An examination of educational challenges from the voices of college-
bound Black males. The Journal of Negro Education, 82(3), 288-299. 
 DOI:10.7709 
Skiba, R. J., & Knesting, K. (2001). Zero tolerance, zero evidence: An analysis of school  
disciplinary practice. New Directions for Mental Health Services, 2001(92), 17-
43.  DOI: 10.1002/yd.23320019204 
Stake, R. E. (2005). Qualitative case studies. In N. K. Denzin &amp; Y. S. Lincoln  
(Eds.), The Sage handbook of qualitative research (3rd ed., pp. 443-466). 
Thousand Oaks, CA:Sage. 
Stelzner, M. A. (2007). Writing white papers: How to capture readers and keep them  
engaged. [Google ebook]. Poway, CA: Retrieved 
from:https://books.google.com/books?isbn=0977716937 
Strauss, V. (2016). How high school seniors really pick the colleges they attend.  




Strayhorn, T. L. (2008). The role of supportive relationships in supporting African  
American males’ success in college. NASPA Journal, 45, 131-152.  
112 
 
 DOI: 10.2202/1949-6605.1906? 
Strayhorn, T. L. (2009). Different folks, different hopes the educational aspirations of  
Black males in urban, suburban, and rural high schools. Urban Education, 44(6), 
710-731. DOI: 10.1177/0042085908322705 
Strayhorn, T. L. (2010). When race and gender collide: Social and cultural capital’s  
influence on academic achievement of African American and Latino males. The 
Review of Higher Education, 33 (3), 307-332. Retrieved from http://muse.jhu.edu 
Swail, W. S. (2003). Retaining minority students in higher education: A framework for  
success. ASHE-ERIC Higher education report. Jossey-Bass Higher and Adult 
Education Series. San Francisco, CA: Jossey-Bass 
The persisting racial gap in college student graduation rates filed in breaking news,  
degree attainments, racial gap (2013). Journal of Blacks in Higher Education  
 Retrieved from http://www.jbhe.com/2014/01/the-racial-gap-in-college-
graduation-rates/ 
Tierney, W. G., & Auerbach, S. (2004). Toward developing an untapped resource: The  
role of families in college preparation. In W. J. Tierney, Z. B. Corwin, & J. E. 
Colyar (Eds.), Preparing for college: Nine elements of effective outreach (pp. 28-
48). Albany, New York: State University of New York Press. 
Tinto, V (1993). Leaving college: Rethinking the causes and cures of student attrition  
(2nd ed.). Chicago, IL: University of Chicago Press.  
Tinto, V. (2000). Linking learning and leaving. Reworking the student departure puzzle, 
81-94. DOI: 10.12691 
113 
 
Toldson, I. (2014). HBCUs are my brother’s keeper. White House initiative on 
Historically Black colleges and universities. U.S. department of education, 22, 
697-712. Retrieved from http://sites.ed.gov/whhbcu/2014/03/14/hbcus-are-my-
brothers-keeper/ 
Torff, B. (2017). Developmental Changes in Teachers’ Attitudes About Professional 
Development. Innovative Practices in Teacher Preparation and Graduate-Level 
Teacher Education Programs, 450. Retrieved from http://www.igi-global.com 
Townsend, B. L. (2000). The disproportionate discipline of African American learners: 
Reducing school suspensions and expulsions. Exceptional Children, 66, 381-391. 
 DOI: 10.1177/00144029 
Townsend, R. D. (2007). Improving African American student retention through social 
involvement and first-year programs. The bulletin, 75(6), 1-3. Retrieved from 
http://www.acui.org/publications/bulletin/article.aspx?issue=454&id=5474 
Turner, O., & Thompson, E. (2014). College retention initiatives meeting the needs of 
millennial freshman students. College Student Journal, 48 (1), 94-104. 
 Retrieved from http://eric.ed.gov/?id=EJ1034162 
Umbach, P. D., & Wawrzynski, M. R. (2005). Faculty do matter: The role of college 
faculty in student learning and engagement. Research in Higher Education, 46(2), 
153-184. DOI: 10.1007/s11162-004-1598-1 
Ullucci, K., & Howard, T. (2015). Pathologizing the poor: Implications for preparing 
teachers to work in high-poverty schools. Urban Education, 50(2), 170-193. 
 DOI: 10.1177/0042085914543117 
114 
 
U.S. Census Bureau. (2015). Race. Retrieved from 
http://www.census.gov/topics/population/race/about.html 
U.S. Department of Education (2010).  The Condition of Education 2010. Retrieved from 
 http://nces.ed.gov 
U.S. Department of Education. (2012). Federal student financial aid handbook. Retrieved 
from www.ifap.ed.gove/fsahandbook/attachments/1112FSAHbkVol1Ch1.pdf 
University 101 Programs - History of the first university seminar & the university 101 
program. (2002). Retrieved from http://www.sc.edu/univ101/aboutus/history.html 
Villa, R., Thousand, J., Myers, H., & Nevin, A. (1996). Teachers and administrators 
perceptions of heterogeneous education. Exceptional children. 63, 29-45. 
 DOI: 10.1177/00144029 
Vogt, K. L. (2016). Measuring Student Engagement Using Learning Management 
Systems (Doctoral dissertation). Retrieved from http://tspace.library.utoronto.ca 
Walter Jr., W (2013). Factbook 2012-2013. Retrieved from 
http://www.cookman.edu/documents/oirpa/FACT%20BOOK%202012-13%20-
%20Revised%202-24-14.pdf 
Way, S. M. (2011). School discipline and disruptive classroom behavior: The moderating 
effects of students’ perceptions. Sociological Quarterly, 52, 346-375.  
DOI:20.1111/j.1533-8525.2011.01210.x 
White-McNeil, A. (2016). The influence of historically Black colleges and universities 




Willerton, R. (2013). Teaching white papers through client projects. Business 
Communication Quarterly, 76(1), 105-113. 
Woelk, C., & Weeks, P.P.(2010). The student success leader program: College- Level 
service enhances learning outside of the classroom. NACTA Journal, 54 (2).  
 Retrieved from http://nactateachers.org 
Wood, L., & Palmer, R.T. (2015). Black men in higher education: a guide to ensuring 
student success. New York, NY: Rutledge.  
Wyatt, S. (2009). The brotherhood: Empowering adolescent African-American males 
toward excellence. Professional School Counseling, 12(6), 463-470. 
 Retrieved from http://eric.ed.gov/?id=EJ880406 






Appendix A: The Project 
Increasing Black Male Retention: Effective Mentoring Strategies 
Professional Development Training Session  
Day, I  
Challenges Facing Black Males in Higher Education  
Time  Activity  
8:30 am- 9:00 am Continental Breakfast/ Meet and greet 
 
The training session will open with a small continental breakfast, 
as participants arrive they will sign-in, receive a name badge, and 
have an opportunity to network and connect with other 
participants.  
 
9:00 am -10:30 am  Welcome! Overview of Day 1  
Ted Talk: “Changing the Narrative for Black Men through Higher 
Education | Carl Patterson” 
 
Collaborative Engagement: Participants will discuss in small 
groups 
 What they perceive to be the issues black males 
encounter in higher education?  
 What challenges do they encounter at their institution? 
 What can be done to help this population of students? 
 What were your thoughts on the video? Do you agree or 
disagree with Carl Patterson?   
Representatives will present their small group discussion to all 
participants.  
 
10:30 am-10:45 am  Break  
10:45 am -11:45 am  Presentation: Overview of a Qualitative Case Study conducted at 
the institution on the perceptions of learning community 
participants.   
11:45 am- 1:00 pm  Lunch  
1:00 pm- 1:30 pm  Discussion: What resources do we currently offer to assist black 
male students at the institution? Do we feel the resources are 
helpful? Do we consider ourselves (faculty/staff) to be resources 
why or why not?  
1:30 pm-2:00 pm  Questions and Answers, Review Day 2 Agenda  
 
Materials: 
Large room with a max capacity of 50 individuals, Tables, Chairs, Internet access, LCD 
Projector, Screen, Name tags, Ink Pens/ Pencils, presentation handout and agenda, sound 
system, personal laptop connection ability, Poster boards and assorted markers.  
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Challenges Facing Black Males 
In Higher Education 
Ryan L. Griffin, M.S.T.L
Facilitator 
Professional Development Training Session
Day 1 





Day 1: Overview 
 Welcome! 
 What to Expect
 Getting to know you/ Introductions
 Challenges Facing Black Males in Higher Ed.
 Collaborative Engagement
 The Case Study
 Discussion
 Prepare for Day 2  
 
 
The Facilitator will officially open the session and provide a brief overview of the events that will 








 Participants will be informed of the challenges that black males encounter in 
higher education
 Participants will define retention and articulate its importance within higher 
education and at the selected institution.
 Participants will utilize the information learned in the professional training and 
implement it in best practice. 
 Participants will have an increase knowledge of mentorship strategies
 Participants will learn how to encourage and motivate students to have success at 
the institution.
 Participants will help connect students with additional resources on campus that 
foster retention   
 Participants will learn how to increase student and faculty engagement.





Changing the Narrative for Black Men through 




The facilitator will play the video “Changing the Narrative for Black Men through Higher 
Education” By Carl Patterson.  After the participants finish watching the video they will be 
evenly divided into various small groups to discuss their perspective on the video and respond to 








Small Group Discussion 
 What do you perceive to be the issues 
that black males encounter in higher 
education? 
 What challenges/issues do they face at 
your institution? 
 What do you believe can be done to help 
this population of Students (Black Males)? 
 What were your thoughts on the video? Do 
you agree or disagree with Carl Patterson? 
 
 
After participants are separated into their various groups, they will receive markers and large 
post- it board paper. Each group will have an opportunity to select a team leader, a scribe and a 
time keeper.  Once these positions are assigned to individuals within the group, they will select a 
team name. Any time there is a groups activity they will resume their roles and remain with their 
team for the duration of the 3- Day PDT. While the participants are in their various groups they 














Case Study: Experiences of Male 
Learning Community Participants  at 
Private Historically Black University 
 
 





Qualitative Case Study 
Why the  Case Study Method: 
The case study method allows the 
researcher to gain detailed 
knowledge of the participants in the 
sample and an opportunity to 
interact with them in a social setting 






A qualitative case study is a detailed examination of a bounded unit over a period of time. More 
specifically, Merriam (2009) defines a case study as “an empirical inquiry that investigates a 
contemporary phenomenon within its real-life context, especially when the boundaries between 
phenomenon and context are not clearly defined” (p. 40).   Furthermore, a case study is typically 
used to examine a current issue in a real- life situation that involves an individual, a group, an 
entity or institution within a certain contextual setting (Gleisne, 2011). Therefore, this qualitative 
case study is detailed and intentional about the factors connected to the retention and persistence 
of minority male learning community participants at a private HBCU.  
 
When a researcher utilizes the case study approach they are typically trying to answer the “how” 
and “why” questions of a given phenomenon.  The case study method allows the researcher to get 
an answer to various complex situations that include multiple perspectives that can be considered 
through data collected from various sources (Stake, 2005; Yin, 2013). Furthermore, this study can 
only take place when there is a bounded system or a single entity around which there are 




Qualitative Case Study 
Purpose of the Study: This 
qualitative case study examined the 
lived experiences of learning 
community Participants at a private 











Qualitative Case Study 
Purpose of the Study: discover what 
faculty and staff perceive to be a 
major influence on the retention of 





 Tinto (1993) suggests that the integration and 
involvement of a student who feels satisfied with the 
academic systems, social systems and the mainstream of 
campus life are more likely to persist.
 The Geometric Model of student persistence and 
achievement highlights three forces that affect the 
student and their decision to stay or leave an institution: 
Cognitive, social and institutional factors. 
The conceptual framework for this study is based upon Vincent 
Tinto’s theory of integration (1975; 1993) and Swail’s (2003) 
Geometric Model of student persistence and achievement
 
 
The conceptual framework for this study is based upon Vincent Tinto’s theory of integration 
(1975; 1993) and Swail’s (2003) Geometric Model of student persistence and achievement. Tinto 
(1993) defines integration as the extent to which an individual shares the normative attitudes and 
values of peers and faculty in the institution as well as abide by the formal and informal structural 
requirements for membership in that community or subgroups of it. Furthermore, his research 
highlights two primary forms of integration that are essential for student persistence and 




Comparatively, Swail’s Geometric Model places a high emphasis on the student and places them 
in the center of the model. Tinto (2000) stated that a large majority of the models on student 
retention and attrition fail to discuss the connection between classroom and retention, the one 
place where the institution has the closest connection to the student. “The central purpose of this 
model is to provide a user- friendly method for discussion and to focus on the cognitive and 
social attributes that the student brings to the campus, and the institutions role in the student 
experience” (Swail, 2003, p. ix). The Geometric model highlights three forces that affect the 
student and their decision to stay or leave an institution:  





 RQ1: - What do faculty and staff perceive to be a major influence on the 
retention of minority male learning community participants? 
 RQ2: - What do black male learning community participants perceive to be a 
major influence on their decision to remain at the selected institution after 
their first year? 
 
 













• All of the 
Participants 













• Audio recording 
• Researcher’s 
journal & field 
notes 
Data Analysis:
• Transcribe interview 
recordings
• Code data and 
protect volunteer 
ethical rights











Data Results Revealed 5 themes
 The student themes:
 Factors that influence college selection, 
 The participant’s perception of college life, 
 Fostering a community of brothers, 
 Participant perceptions of male retention. 
 The Faculty/Staff theme:
 Black male mentorship
 
 
Student Themes:  
Factors that influence college selection:  Literature on the subject asserts that consistent family 
support and early educational goal setting are strong predictors of academic success (Tierney & 
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Auerbach, 2004). This theme highlighted the impact of family on the college selection process for 
minority male students based upon interview questions one to three.   
Participants Perceptions of college life:  this theme revealed that the participants had an initial 
perception of college life that changed after enrolling and attending the university.  
 Fostering a community of brothers: Kadiko & Mawer (2013) asserts that being a part of a 
community and having a sense of belonging are essential to the success of students in higher 
education. This theme highlighted their experiences and interactions with faculty, staff and fellow 
students at the university. The small classroom, peer accountability, and the relevant curriculum 
were attributes that participants mentioned during their interview to illustrate their experience.  
Participant perceptions of male retention: Their response to interview questions nine and ten 
revealed a wide range of challenges that this population may face. These challenges include 
engagement within the university community based upon student organization requirements, a 
lack of financial resources and poor academic performance.  
Faculty/staff theme:  
Black male mentorship: Overall, the four faculty/staff participants emphasized the need for male 
mentorship in some form.  
The following section has the data summarized and written in a narrative format based upon the 















Questions to Consider! 
 What resources do we currently offer to assist black male students at the 
institution? 
 Do we feel the resources are helpful? 
 Do we consider ourselves (faculty/staff) to be resources why or why not? 
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Increasing Black Male Retention: Effective Mentoring Strategies 
Professional Development Training Session  
Day, 2  
Retention Matters 
Time  Activity  
8:30 am- 9:00 am Continental Breakfast/ Meet and greet 
 
The training session will open with a small continental breakfast, 
participants will sign-in and prepare for Day 2.  
 
9:00 am -10:30 am  Welcome! Answer any questions from day 1, and provide an 
overview of day 2 activities.  
 
Ted Talk: “American College Retention Crisis| Marc Burton” 
 
Collaborative Engagement: Participants will discuss in small 
groups 
 What is Retention?  
 Why is retention important? 
 Can faculty/staff help with retention? 
 What were your thoughts on the video? Do you agree or 
disagree with Marc Brown?   
One group member will write on poster board a representative 
will present their small group discussion to all participants.  
 
10:30 am-10:45 am  Break  
10:45 am -11:45 am  Presentation: Retention matters! Defining retention, why is it 
important to the overall success of the university? Overview 
retention strategies.   
11:45 am- 1:00 pm  Lunch  
1:00 pm- 1:30 pm  Discussion: What have you done to make sure your students are 
retained? Do you feel you can improve? As a faculty member, do 
you feel your university supports your efforts?  
1:30 pm-2:00 pm  Questions and Answers, Review Day 3 Agenda 
 
Materials: 
Large room with a max capacity of 50 individuals, Tables, Chairs, Internet access, LCD 
Projector, Screen, Name tags, Ink Pens/ Pencils, presentation handout and agenda, sound 
system, personal laptop connection ability, Poster boards and assorted markers.  









Ryan L. Griffin, M.S.T.L
Facilitator 
Professional Development Training Session
Day 2 








Day 2: Overview 
 Welcome! 
 What to Expect
 Recap Day 1 
 Collaborative Engagement
 Retention Matters! 
 Discussion
 Prepare for Day 3   
 
 
The Facilitator will officially open the session and provide a brief overview of the events 













The facilitator will play the video “American College Retention Crisis” by Marc Burton.  
After the participants finish watching the video they will return to the groups they 
established from the first session and discuss their perspective on the video and respond 




Small Group Discussion 
 What is Retention? 
 Why is retention important? 
 Can Faculty/ staff help increase 
retention? 
 What were your thoughts on the video? Do 





After participants are separated into their various groups, they will receive markers and 
large post- it board paper and remain in their positions they selected during the first 
session. While the participants are in their various groups they will write down 






















What is Retention? 
A measure of the rate at which 
students persist in their educational 
program at an institution, expressed 
as a percentage. For four-year 
institutions, this is the percentage of 
first-time bachelors (or equivalent) 
degree-seeking undergraduates from 
the previous fall who are again 






The publication of Vincent Tinto’s (1975) landmark student integration model marks the 
start of the current, national dialogue on undergraduate retention (Demetriou & 
Schmitz-Sciborski, 2011).  
 
Since the 1960’s student retention has been a focus of institutional strategies (White-
McNeil, 2016), which has remained constant well into the 21st century. Additionally, the 
demographics of traditional college students continue to change, therefore presenting 
higher educational leaders with the challenge of increasing minority male retention 
rates 
 








Have Participants take a few minutes to consider why they feel retention is important?  
 
They can share thoughts in an open discussion amongst the PDT participants.  
 
Retaining students in higher education is an ongoing crisis, particularly among Black 
men (Mitchell, 2015). Over the past several years the subject of black males and their 
post- secondary education has become a primary focus for administrators, faculty and 
staff at institutions across the country.  
 
The primary reason for the enhanced focus in this population is connected to an 
institutions ability to recruit, retain and graduate its students while maintaining a 
competitive edge within the educational pipeline.  Retention and graduation rates are 
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Why is Retention Important? 





All colleges and universities across the nation have been mandated by both the federal 
and local/state governments to produce graduation data that confirms the academic 
success of its students (Farmer & Hope, 2015). Essentially, retention is significant due to 
the changes in higher education and the students we service, governmental funding is 








Since the 1960’s student retention has been a focus of institutional strategies (White-
McNeil, 2016), which has remained constant well into the 21st century. Additionally, the 
demographics of traditional college students continue to change, therefore presenting 
higher educational leaders with the challenge of increasing minority male retention 
rates.  
 
Traditionally, college-bound students or first- generation students followed a common 
path towards degree attainment. Apply to the school of your choice, get accepted, 
enroll, select a major, follow the curriculum and within 4- 5 years’ graduate.  
 
The modern-day student has a more complicated background which includes work, 
family, and school. Which they must balance if they want to succeed.  
 
Participants will be asked to consider these things as they view the chart.  
 
With the new demographics of students, we must do all we can to make sure they are 








While high enrollment numbers were once considered sufficient metrics of success, 
government funding is performance-based and an institutions inability to produce good 
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institutions are accustomed to investing in student enrollment. However, improving 
student success and increasing student retention rates yields a higher financial benefit. It 
is more cost effective to keep students who are already enrolled than to invest in 
recruitment efforts to drive up enrollment numbers.  
 
Student retention efforts improve the financial health of an institution, it allows more 










 The most common strategy that has been implemented by most HBCU institutions 
is student involvement/ engagement (Hinton, 2014). Townsend (2007) contends 
that black students who spend more time participating in various social activities 
have a greater chance of being retained at an institution because they feel more 
connected to the campus social culture.
 First Year Programs:
 New student seminars have been part of the academic curriculum at American 
colleges and universities for over 100 years. First year programs/ initiatives are 
essential components to the success of an institution of higher learning. 
 Learning Communities: 
 According to Tinto (1999), a student is more likely to persist when they are in an 
environment that is committed to their success, hold high standards for learning, 
provide the necessary academic and social support, and consistent feedback about 
student, faculty and staff performance, and actively involve them with other 
students and faculty in learning
 
 













Questions to Consider! 
 What have you done to make sure your students are retained? 
 Do you feel you can improve? 
 As a faculty member do you feel your university supports your efforts? 
 
 













 Collins, D. E. (2015). Three Things HBCUs Could Do to Survive and 
Succeed. Academe, 101(5), 27.
 Hinton, S. L. (2014). Factors that affect retention among freshman students 
at Historically Black colleges and universities (Doctoral dissertation). 
Retrieved from ProQuest (3648512)
 National Center for Education Statistics [NCES] (2015b) The integrated 
postsecondary education data system - Glossary. Retrieved from: 
https://nces.ed.gov/ipeds/glossary/index.asp?id=772
 Townsend, R. D. (2007). Improving African American student retention 












Increasing Black Male Retention: Effective Mentoring Strategies 
Professional Development Training Session  
Day, 3 
Faculty Engagement and Mentorship 
Time  Activity  
8:30 am- 9:00 am Continental Breakfast/ Meet and greet 
 
The training session will open with a small continental breakfast, 
participants will sign-in and prepare for Day 3.  
 
9:00 am -10:30 am  Welcome! Answer any questions from day 2, and provide an 
overview of day 3 activities.  
 
Ted Talk: “Success Strategies for Re-Engaging the African 
American Male Student” | Wes Hall 
 
Collaborative Engagement: Participants will discuss in small 
groups 
 What is student engagement?  
 Why is student engagement important?  
 How can faculty/staff increase engagement? 
 What were your thoughts on the video? Do you agree or 
disagree with Wes Hall?   
One group member will write on poster board a 
representative will present their small group discussion to all 
participants.  
 
10:30 am-10:45 am  Break  
10:45 am -11:45 am  Presentation: Student engagement through mentorship! Benefits 
of mentorship, how does this engagement help the mentee? The 
impact of mentorship?  
11:45 am- 1:00 pm  Lunch  
1:00 pm- 1:30 pm  Faculty reflection: a current member of the faculty will provide a 
reflection on their experience with student engagement in a 
learning community.  
1:30 pm-2:00 pm  Questions and Answers, complete evaluations, close session  
 
Materials: 
Large room with a max capacity of 50 individuals, Tables, Chairs, Internet access, LCD 
Projector, Screen, Name tags, Ink Pens/ Pencils, presentation handout and agenda, sound 
system, personal laptop connection ability, Poster boards and assorted markers.  








Faculty Engagement and 
Mentorship
Ryan L. Griffin, M.S.T.L
Facilitator 
Professional Development Training Session
Day 3









Day 3: Overview 
Welcome! 
What to Expect










The Facilitator will officially open the session and provide a brief overview of the events 





Success Strategies for Re-Engaging the African 




The facilitator will play the video “Success Strategies for Re-Engaging the African 
American Male Student” By Wes Hall. After the participants finish watching the video 
they will return to the groups they established from the first session and discuss their 










 What is student engagement? 
 Why is student engagement 
important? 
 How can faculty/staff increase 
engagement?
 What were your thoughts on 
the video? Do you agree or 
disagree with Wes Hall?  
 
 
After participants are separated into their various groups, they will receive markers and 
large post- it board paper. And remain in their positions they selected during the first 
session. While the participants are in their various groups they will write down 























"A mentor is both patient 
teacher and impatient 
master, encouraging and 
affirming, then suddenly, 
challenging a protege's 
capacities. Atfirst, we 
wonder what he's doing. 
Then we marvel at how he 
seems to know just what 
























"Formal mentoring is a reciprocal learning 
relationship characterized by trust, 
respect, and commitment, in which a 
mentor supports the professional and 
personal development of another by sharing 










relationships are volunteer 
relationships, are initiated by the 
mentor or student, and take on 
various forms such as informal 
conversations over a meal, 
telephone calls, letters, emails, 
or office visits"








"Peer mentoring is a 
combination of informal and 
formal mentoring but different 
altogether. Kram (1985b) and 
Levinson et al (1978) described 
peer mentoring as offering 
alternatives to the traditional 
mentoring relationship between 
an authority figure and a protege', 
a relationship that is relatively 











Benefits of black male mentorship
 Mentoring is the greatest 
alternative to motivate and 
encourage African American 









Creates a Support System 
Improves Social Skills











 Mentoring programs provide 
support systems which enable 
African American male students to 
succeed. For example, African 
American males in mentoring 
programs tend to show higher self-
esteem, higher levels of academic 
motivation, and performance. 
Also, their social skills improve 
because participants gain 
confidence and feel more 
comfortable communicating with 






Improves Social Skills 
 Their social skills improve
because participants gain 
confidence and feel more 
comfortable communicating with 









Increase Retention and Graduation Rates
 Improves academics, 
retention and 







Ready! Set! Go! 
 
 
Encourage participants to consider all they have learned during this 3-day PDT and 














A current faculty member will provide 
a reflection on their experiences with 




Faculty member will come and speak to all the participants concerning their experience 
















 Blount, I. D. (2011). The impact of mentoring African-American males during 
their undergraduate experience.
 Gibson, Y. B. (2014). The value of mentoring programs for African American 
male college students. Journal of Mason Graduate Research, 1(2), 70-82.
 LaVant, B., Anderson, J., & Tiggs, J. (1997). Retaining African American men 
through mentoring initiatives. New Directions for Student Services, 80, 43-53
 Williams, E. D. (2017). " Been There Before": Mentorships Involving 
Undergraduate Black Males and Their Black Male Mentors at Predominately 





Training Evaluation Form 
Date: _______________ 
Title and location of training: __________________________________________ 
Facilitator: __________________________________________________________ 
Instructions: Please complete this by indicating your level of agreement with the 




Agree Disagree Strongly 
Disagree 
1. The facilitator was 
engaging throughout the 
duration of the training. 
    
2. Participation and 
interaction were 
encouraged.    
    
3. The content was 
organized and easy to 
follow.  
    
4. The training materials 
were helpful. 
    
5. The training experience 
will be useful in my work. 
    
6. The facilitator was 
knowledgeable about the 
topics presented.  
    
7. The allotted time for the 
session was sufficient.  
    
8. The facilities and training 
room was comfortable 
and sufficient.  
    
9. The training objectives 
were met. 
    
10. The facilitator was well 
prepared.  
    
 
11. What did you like most about this training? 
 
12. What portion of the training can be improved? 
 
13. How do you hope to improve your practice because of this training?  
 
14. Please share any additional comments or recommendations below 
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Appendix B: Interview Protocol 
Experiences of Male Learning Community Participants at a Historically Black University   
Welcome: Thank you for taking time out of your busy schedule to participate in my 
project study research. 
 
Purpose Statement: This is a semi- structured interview session/ discussion. The 
purpose of this interview is to hear your perspective on the research topic. Prior to this 
interview session you were asked to review and complete a consent form.  Keep in mind 
that your information and responses will be kept confidential and used only for this 
project study. Additionally, this session will be audiotaped to improve my ability to 
properly analyze and transcribe your response to the questions. If at any time during this 
session you feel uncomfortable with a questioned posed, you can pass on a response, and 
if you experience discomfort at any time during this discussion you are free to leave.  
 
Guidelines: 
1.There are no right or wrong answers; I am interested in your learning community and 
college experience. 
 
2.Be honest, and open to share both the good and the bad experience. This is a learning 
moment     
and opportunity to improve  
 
Questions: 
Student Participant:  
1.Why did you chose to attend this institution? 
2.Identify some of the major factors that influenced your choice? (Scholarship, personal,  
academic, etc.) 
3.Upon arrival to the institution, what were your perceptions of college? (Socially, 
academically, etc.) 
4.What were your perceptions of college life at an HBCU? 
5.Describe your learning community experience? 
6.What other organizations did you participate in during your first year at the institution?  
7.At any time during your first year at the institution did you ever consider leaving? Why 
or why not? 
8.How would you describe the role of your learning community in your choice to return 
to the institution after your first year? 
9.What can be done to increase Black male retention at your institution? 
10.What do you perceive to be a major factor in a black male student’s choice to stay or 
leave the institution?  
Administrator/Faculty/ Staff Participant: 
1.What are some of the challenges Black males encounter at your institution? 
2.Describe your connection/ relationship to this population of students?   
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3.What can be done to increase Black male retention at your institution? 
4.What do you perceive to be a major factor in a Black male student’s choice to stay or 
leave the selected institution?  
5.What can be done to increase the retention of Black male students at your institution? 
 
